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ABSTRACT
Approximately 70% of change management initiatives fail (Beer & Nohria, 2000;
Kotter, 2007; Pasmore, 2011; Warner, 2018), and employee reactions to change are
critical in forecasting successful change efforts (Connell & Waring, 2002). Predicting
and implementing successful change serves as a critical component in addressing failed
change. Change fatigue as an employee experience, among other factors, results in
adverse outcomes for organizations through change. Addressing contributing factors of
change fatigue to avoid the onset of and potentially harmful implications of change
fatigue could also improve change management initiatives (Perel, 2015). To better
understand how to successfully implement change in organizational settings, additional
research is needed in areas that impede change. Avoiding the onset of change fatigue,
then, provides an increased likelihood for successful change efforts.
Examining contributing factors to change fatigue may help organizations plan
change more effectively. This study examined the influence of change effort
organizational communication effectiveness and work locus of control as contributing
factors to change fatigue in the workplace. The study did not find a statistically
significant interaction effect between change effort organizational communication
effectiveness and work locus of control on employee change fatigue. After examining
the main effects, a statistically significant finding reveals a relationship between work
locus of control and change fatigue, but no relationship exists between change effort
organizational communication effectiveness and change fatigue.
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CHAPTER I – INTRODUCTION
Today, successful change is key to organizations remaining relevant and
maintaining a competitive edge (Comstock & Raz, 2018; Dawson, 2003; Kotter, 2007,
2011, 2012, 2014; Lewis, 2000; Perel, 2015). In response to a new market environment,
increasingly difficult challenges force companies to implement fundamental changes in
work processes (Bernerth, Walker, & Harris, 2011; Comstock & Raz, 2018; Hansson,
Vingard, Arnetz, & Anderson, 2008; Kotter, 2011; McKnight, 2013; Pasmore, 2015). As
companies acclimate to a fast-paced market with new technology and challenges, many
organizations fail in change implementation. Many reasons for organizational change
failure exist, including inadequate attention devoted to the planning phase for change
(Burnes, 2011; Kotter, 2007, 2011; Lewis, 2000; Pasmore, 2015). Mistakes made by
organizational leadership during change initiatives often result from pushing change too
quickly and not taking enough time for thorough planning of the phases of change
(Kotter, 2011). Models of successful change date back to Kurt Lewin’s change theory,
often regarded as the classic beginning for change management models (Cummings,
Bridgman, & Brown, 2016). Both classic and current change models offer organizations
strategies to consider in planning and implementing change. Exploring the relationship
between change variables, with change theories serving as the foundation, can yield
strategies for future change management processes.
Background of the Study
Understanding the background and organizational theory of change enables one to
consider the progression and redefinition of organizational change efforts throughout
history. Historically, organizations emphasized steady and standardized operating
1

processes focused on routine and control (Orlikowski, 1996). Today, an organization’s
ability to implement change successfully is commonly regarded as a necessary part of an
organization’s most basic strategy in business development (Bernerth, Walker, & Harris,
2011; Hansson, Vingard, Arnetz, & Anderson, 2008; Kotter, 2011). The shift from rigid
organizational processes to a fluid landscape of change signifies critical competencies for
employees have changed (Orlikowski, 1996; Perel 2015). Rather than conventional
standards of stability and standardization, organizations now require employees to
possess competencies such as adaptability and flexibility (Orlikowski, 1996; Perel 2015).
The shift of employer expectations from organizational stability and standardization to
adaptability and flexibility prompt the popularity and increased research in organizational
development and organizational climate or culture (Perel, 2015). Human’s basic need for
stability, predictability, and order presents a contemporary challenge for employees
adapting in ever-changing circumstances (Bernerth et al., 2011).
As change evolution occurs and change models progress, strategies continue to
improve (Orlikowski, 1996). The importance placed on error-free change processes is
evident by transformational strategies such as continuous improvement and learning, both
found in organizational value and mission statements in many industries today
(Orlikowski, 1996; Perel, 2015). An increased number of studies exploring adverse
outcomes resulting from poorly managed change processes as the application of
organizational change methodologies became more prevalent (and even necessary) for
organizational relevance and success (Perel, 2015). Why is failed change important?
Negative outcomes resulting from failed change include profit-loss and reduced
effectiveness and efficiency within the organization (Noblet, Rodwell, & McWilliams,
2

2006; Pasmore, 2015). When organizations fail to implement successful change, they
sometimes attempt additional change too quickly or without adequate planning. An
employee’s perception of too much change taking place too quickly is a concept known
as change fatigue (Bernerth et al., 2011). Change fatigue is defined as passive
resignation resulting from employee perception that too much change is or has occurred
too frequently (McMillan & Perron, 2013). When employees experience change fatigue,
negative outcomes such as turnover intentions, exhaustion, and organizational
commitment increase (Bernerth et al., 2011).
Change fatigue may be one of the most challenging issues organizations face
(Bernerth et al., 2011). Approximately 70% of change management initiatives fail (Beer
& Nohria, 2000; Kotter, 2007; Pasmore, 2011; Warner, 2018), and employee reactions to
change are critical in forecasting successful change efforts (Connell & Waring, 2002).
Predicting and implementing successful change serves as a critical component in
addressing failed change. Addressing contributing factors of change fatigue to avoid the
onset of and potentially harmful implications of change fatigue could also improve
change management initiatives (Perel, 2015).
One may view contributing factors of change fatigue from two perspectives:
individual or organizational. Examples of factors contributing to change fatigue from the
individual perspective include the employee’s change experience, organizational tenure,
demographics, and locus of control (Perel, 2015). Locus of control may be defined as a
personality trait of one’s belief that life occurrences are either a result of their own
actions (internality) or forces outside an individual’s control (externality). Work locus of
control applies to the belief of individual control over outcomes in an organizational
3

setting (Spector, 1988). Factors contributing to change fatigue from the organizational
perspective include environmental factors such as organizational culture, leadership, and
communication (Perel, 2015). Effective communication of and through change is an
important aspect of change success. When ineffective communication exists during a
change effort within an organization, negative outcomes become more likely for the
employee and the organization (Frahm & Brown, 2005; Lewis, 2000; Perel, 2015).
The overlap of factors from both perspectives shows the relationship among and the
influence of contributing factors to change fatigue and, thus, successful change
implementation (Perel, 2015).
Statement of the Problem
In a world of constant change, organizations must be able to respond to increased
pressures by successfully implementing change (Fuchs & Prouska, 2014; Kotter, 2007;
Lewis, 2000; Torppa & Smith, 2011). Because rapid change can present adaptation
challenges, employees may experience change fatigue in organizations. Avoiding change
fatigue by improving how change is implemented can help organizations avoid
unfavorable outcomes such as exhaustion, turnover intentions, and organizational
commitment (Bernerth et al., 2011). Factors that contribute to change fatigue may be
considered from the organizational or individual perspective. Determining the extent of
influence of the organizational and individual factors that contribute to change fatigue
can provide a balanced approach to strategies for planning change. An organization with
the ability to address both the individual and organizational factors that contribute to
change fatigue has the potential to decrease change fatigue (Perel, 2015).
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Knowledge of the relationship between contributing factors of change fatigue,
such as the individual’s work locus of control and perception of organizational
communication effectiveness, can be advantageous for organizations to implement
change if the contributing factors are addressed proactively. By minimizing change
fatigue, organizations are more likely to implement successful change initiatives (Perel,
2015). Successful change that ultimately leads to positive business outcomes requires
considerable time and proper planning (Kotter, 2007). Organizations unable to
implement successful change and avoid unfavorable outcomes resulting from failed
change efforts risk losing relevance and competitive advantage. If organizational success
hinges on the premise of an organization’s ability to be able to change constantly
(Burnes, 2011; Lewis, 2000; Pasmore, 2015), then why aren’t we focusing more on why
change fails and what we can do to prevent failed change? Examining the contributing
factors to change fatigue may help organizations plan change more effectively.
Purpose of the Study
The purpose of the study was to determine the influence of contributing factors on
change fatigue, considering factors from both the individual and organizational
perspectives. The study examined how change effort organizational communication
effectiveness and work locus of control influenced an employee’s change fatigue
experience. Contributing factors from the individual and organizational perspective of
the employee were identified to assess employee change fatigue experience.

5

Research Objectives
The following research objectives serve as the basis for the conceptual framework
and associated analysis of change effort organizational communication effectiveness and
work locus of control influence on change fatigue in the workplace:
RO1: Describe the participants in the study, including position within the organization,
length of employment, and educational level.
RO2: Describe employee’s perceived change fatigue experience.
RO3: Describe change effort organizational communication effectiveness as perceived
by the employee.
RO4: Describe the employee’s work locus of control.
RO5: Determine the influence of change effort organizational communication
effectiveness and work locus of control on change fatigue.
Conceptual Framework
The study’s conceptual framework illustrated in Figure 1 shows the posited
influence of contributing factors on change fatigue and the theoretical framework
supporting the research objectives. Four theories support the study’s research objectives
and include human capital theory, theories E and O of change, social exchange theory,
and organizational support theory. Human capital theory indicates that organizations
investing in employees through education is of utmost importance (Fitzsimons, 2015;
Schultz, 1960). Human capital theory’s relevance in this theoretical framework lies in
the foundation of successful change and serves as the basis for employees’ perception of
communication effectiveness and work locus of control within an organization.
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For this conceptual framework, theory E and theory O, often involving “hard
economics” only and “softer approaches” to change were considered (Beer & Nohria,
2000), and are discussed in detail in Chapter II. Social exchange theory exemplifies
relationships and repriocity while reinforcing trust and cooperation throughout an
organization (Gouldner, 1960; Matthews & Marzec, 2012). When leadership plans
change efforts in an effective manner, communication and trust are strengthened, and
successful change is more likely (Kotter, 2007). Social exchange theory is a central
component to organizational support theory, indicating that employees are more likely to
willingly engage and participate in change if and when they feel the organization treats
them well (Rhoades & Eisenberger, 2002).
Though not included in the conceptual framework for this study, Lewin’s change
theory significantly contributes to all theories utilized in this study. Kurt Lewin’s theory
of change (1947), often revered as the foundation for all modern change theories, consists
of three steps. Lewin theorizes that learning occurs through planned change, and many
times, the theory was compared with complexity theory (Burnes, 2004). Though this
aged, perhaps original, theory has been argued and challenged over the decades, it is still
considered the basis for many change theories today (Bunes, 2004; Cumming et al.,
2016; Kotter, 2007). Lewin’s theory is applicable to this study’s theoretical framework
and its theory of change success is relative to the planning and execution of change
initiatives.
The conceptual framework of this study shows the influence change effort
organizational communication effectiveness and work locus of control have on change
fatigue. Research Objective One (RO1) includes demographic information relative to the
7

contributing factors from an individual perspective. The demographic information for
participants in this study includes educational level, position within the organization, and
length of employment. The purpose of the next research objectives (RO2-4) is to
describe the perceived employee change fatigue experience, change effort organizational
communication effectiveness, and work locus of control, respectively. The fifth and final
research objective (RO5) of this study shows the influence of organizational
communication effectiveness and work locus of control on change fatigue in the
workplace.

Figure 1. Conceptual Framework
Significance of the Study
Understanding the potential impact of contributing factors on change fatigue
within an organization through change management efforts can inform future research on
implementing change. Deficiencies in the literature exist regarding the association of
8

organizations that have undergone multiple change initiatives and negative outcomes
resulting from poor execution of those change efforts (Bernerth et al., 2011). Additional
research on change fatigue accompanied by the exploration of relationships between
variables associated with change fatigue is necessary (Bernerth et al., 2011; Perel, 2015).
While current research assessing the relationship or comparison between change fatigue,
communication effectiveness, and work locus of control is limited, research on the
variables independent of one another appears in the literature. Understanding the
relationship contributing factors have on change fatigue could help future research in
mitigating change fatigue onset through organizational change initiatives. The
determination of the relationship between change fatigue and its contributing factors
establishes the foundation for researchers to explore additional relationships and factors
outside the scope of this study (Perel, 2015).
The significance of managerial efforts in decreasing resistance to change and the
potential for change fatigue onset in change management initiatives is the focal point of
this research. Previous studies indicate greater potential for success in change
management initiatives if employees are less resistant to the changes prior to the change
implementation. Additionally, the way employees articulate change resistance is
significant as the contributing factors to change fatigue are considered. Are employees
expressing resistance to change also experiencing change fatigue? The importance of an
organization’s awareness of other factors responsible for increasing or decreasing change
resistance among employees is vital prior to enforcing any large-scale change within an
organization (Mariana, Daniela, & Nadina, 2013). The results of this examination can
inform future research in areas of organizational development, successful change
9

management planning and implementation, and the extent contributing factors influence
change fatigue. The determination of influence of the contributing factors on change
fatigue may lead to strategies to avoid or overcome change fatigue, thus increasing the
likelihood of successful organizational change.
Delimitations
Delimitations of a study are the limitations of research scope decided by the
researcher. The delimitations for this study start with a desire to obtain improved
understanding of change fatigue and the potential influence of its contributing factors,
from both an individual level and an organizational level. In order to gain the
perspectives of employee perception of change fatigue, the researcher sought participants
for the study who are benefits-eligible full-time employees. The use of full-time
employees in this study excludes perspectives of individuals employed part time with the
organization. The demographics of employees considered as the population for this study
are based on the first research objective and provide a starting point to inform future
change fatigue research.
A second delimitation is that the study was conducted within a single organization
which may not be representative of employees within other organizations. Because of the
nature of the organization’s size, geographic location, and public standing, employees
within other companies may hold differing perspectives.
The final delimitation of this study is the focus on specific contributing factors of
change fatigue. Focusing on limited contributing factors of change fatigue omits other
variables and corresponding relationships that could impact results of this study. It is,
however, beyond the scope of this study to include all potential contributing factors to
10

change fatigue. The relationship between change fatigue and a single factor from the
individual perspective and one factor from the global perspective were selected for this
study. Other examples of contributing factors of change fatigue not assessed in this study
include work tenure, demographics, change experience, organizational culture,
leadership, and structure. The scope of this particular study, rather than examining all
contributing factors of change fatigue, is the influence of change effort, organizational
communication effectiveness, and work locus of control as contributing factors to change
fatigue.
Assumptions
Assumptions are the accepted premises considered for operational purposes of
research including the analysis, nature, and data interpretation (Lunenburg & Irby, 2008).
This study advances four assumptions: (a) participants respond to the survey accurately
in their perceptions of feelings of change fatigue and contributing factors of change
fatigue; (b) participants understand the vocabulary included in the survey; (c) data
collection processes measure the perception of change fatigue, individuals’ feelings of
organizational communication effectiveness, and work locus of control; and (d)
interpretation of the data accurately reflects the perceptions of the surveyed participants.
Definition of Terms
The following section details definitions of terms associated with this study.
Change fatigue. Change fatigue may occur when employees perceive change has
happened too quickly and/or too frequently. Change fatigue may have harmful outcomes
on the organization (Bernerth et al., 2011) and also negatively impacts an employees’ job
satisfaction (Dool, 2009).
11

External locus of control. Individuals exhibiting an external locus of control
believe their lives are a product of influences outside their control (Wang, Bowling, &
Eschleman, 2010).
Human capital theory. The basis of human capital theory is investing in people
through education as a process (Schultz, 1960).
Internal locus of control. If individuals have an internal locus of control, they
believe they are in control of their lives and that their actions are determinants (Wang et
al., 2010).
Organizational change. Steps an organization takes to alter processes, policies, or
work structure are known as organizational change. Most cases of organizational change
begin with the desire to change how business is conducted to improve quality and
increase profitability (Kotter, 2007).
Organizational support theory. An employee’s perception of how much an
organization cares about their well-being. Based on the norms of reciprocity,
organizational support theory indicates that employees are likely to contribute more to the
organization if they feel supported by their employer (Baran, Shanock, & Miller, 2012).
Perceived organizational support. Perceived organizational support is the
employees’ general belief that their organization not only values their contributions in the
workplace but also cares about their well-being. Perceived organizational support is
related to positive outcomes for both employees and organizations (Rhoades &
Eisenberger, 2002).
Person-environment fit scale. The perception of an employee’s compatibility
with the workplace is known as the person-environment fit scale (Perel, 2015).
12

Social capital theory. An individual’s resources include those obtained through
social relations, increasing solidarity, and competitive advantage (Matthews & Marzec,
2012).
Theory E. An approach to change often involving economic incentives and
organizational restructuring, this approach is often referred to as the “hard” approach to
change (Beer & Nohria, 2000).
Theory O. An approach to change often focusing on the human capital within an
organization, especially factors such as corporate culture and organizational learning, this
approach is often referred to as the “soft” approach to change (Beer & Nohria, 2000).
Work locus of control. Employees’ belief that workplace actions are of their own
doing or out of their control. Internality versus Externality (Spector, 1988; Wang et al.,
2010).
Summary
The purpose of this study is to determine the influence of contributing factors on
change fatigue from organizational and individual perspectives. Because change fatigue
limits or hinders the potential success of change initiatives, it is important that
organizations properly address change planning and minimize change fatigue onset for
employees. Successful change implementations ultimately lead to positive business
outcomes and thus heightened profitability (Kotter, 2007; Noblet et al., 2006).
The details of the study are presented in five chapters. The organization of this
introductory chapter shows the background of change fatigue and other challenges
resulting from the perception of excessive change in the workplace, particularly
considering existing research on other variables such as communication and work locus
13

of control. The purpose, significance, assumptions, and operationalized definitions of the
study provide an introductory sense of the research questions and theoretical framework
behind the research objectives. Chapter II focuses on the review of existing and
supporting literature on change fatigue, communication effectiveness, and work locus of
control, and other significant variables for successful change implementation efforts.
Chapter III summarizes the detailed methodology and Chapter IV presents the research
findings. Chapter V summarizes the study in its entirety, including research implications
and recommendations based on those findings. The study concludes with appendices and
a reference bibliography.
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CHAPTER II – LITERATURE REVIEW
Chapter I includes a background of the study as well as the research problem
statement and purpose, research objectives, and theoretical framework for assessing the
relationship among change fatigue, work locus of control, and organizational
communication effectiveness. Chapter II provides a review of related literature to
support the conceptual framework for this research. The literature review begins with a
summary of the basis of need for organizational change and potential outcomes of
successful or failed change initiatives. Foundational theories and change models within
the field of human capital development are explored, as well as employee reactions and
other change-based constructs important to consider in understanding change. Change
fatigue definitions, attributes, and organizational implications are discussed, revealing the
need for additional research. In areas of negative outcomes resulting from employees
experiencing change fatigue, we are prompted to acknowledge factors that lead to the
onset of change fatigue. Finally, the examination of contributing factors of change
fatigue includes the organizational and individual perspectives of communication
effectiveness and work locus of control.
Introduction
In response to increased pressures to attain and successfully fulfill company-wide
goals, organizations are implementing change efforts more frequently than before
(Hansson et al., 2008). Using a top down approach for change delivery, organizations
typically introduce change initiatives in times of perceived failure (Morgan & Zeffane,
2003). As organizations are increasingly pressured to find ways to lower costs while
enhancing products and services, coupled with the expectation to remain competitive and
15

savvy in technological advances, change initiatives will be even more prevalent (Kotter,
2007). While some organizations plan and implement change effectively, research
indicates most do not. Approximately 70% of change efforts are unsuccessful (Beer &
Nohria, 2000; Warner, 2018), and research indicates employee reactions serve as
predictors of impending change success (Connell & Waring, 2002). Organizational
success is relative to an organization’s ability to apply continuous change (Burnes, 2011);
therefore, a focus on why change fails can assist organizations successfully implement
change.
Relevant Concepts, Themes, and Models
Theoretical concepts are important when examining the foundation of change
management implementation and the underlying basis for change success or failure.
Lewin (1951) is credited with developing the first change theory for success in the
introduction of his three-step model of change. Regarded as the original change model,
Lewin’s theory presents three stages of change: unfreeze, change, and refreeze. While
highly revered and equally criticized for the simplicity of his model, one common
opinion that exists is that Lewin is considered the founding father of change management
and asserts his theory of change provided the fundamental basis for upcoming change
management and human capital research (Cummings et al., 2016). To date, many
different change management models have been hypothesized, developed, and
implemented based on or having expanded from Lewin’s theoretical assumptions of
change. Various theoretical concepts have influenced change management planning over
the decades, but one commonality among all the different theories and models is the
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notion that the ability to implement change successfully is advantageous for
organizations (Roberts, 2017).
Theory E and Theory O
In the 2000 issue of Harvard Business Review, Beer and Nohria compile their
thesis information to argue that two basic theories of change management exist and that
for optimal change success, organizations should integrate approaches in the
implementation phase of change. Beer and Nohria contend change approaches focusing
on financial results are termed Theory E and approaches related to organizational
capabilities are Theory O. Theory E, the change is driven by economics or profitability
approach, has been presented as the “hard” approach and the most prevalent strategy used
in the United States. Often, companies deploying change based on economic incentives
implement more drastic methods of change such as layoffs, restructuring, and
downsizing. Theory E focuses on financial results and the bottom line as the only true
measure of corporate change success. Conversely, Theory O is the “soft” approach of the
two and typically employs methods that involve a cycle of the improvement of corporate
culture as well as human capital development within an organization. This “soft”
approach to change includes focused feedback and organizational learning followed by
further changes. Theory O strategies consider employee attitudes, behaviors, and
organizational commitment (Beer & Nohria, 2000). While many instances of using both
theories in an integrated approach exist, Beer and Nohria maintain that an intentional
combination of the theories in the planning and implementation stages of change are far
more advantageous than a separate approach for companies in terms of resulting change
success (Leppitt, 2006a). They also compare the independent use and combined
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approach with a list of six dimensions they argue are universal for organizational change:
goals, leadership, focus, process, reward system, and use of consultants. For each
dimension of change, Beer and Nohria examined Theory E and Theory O individually,
and then posited the approach using a combination of both theories. Beer and Nohria
contend the integrated approach of using both Theory E and O together benefits
organizations by improving change success. Leppitt (2006a) questions the dichotomy of
the two theories, proposing the need for more research of increased integration of
differing methodologies. Theory E risks broken trust between the employer and workers,
a critical component of successful change. Theory O, however, mandates shared vision,
communication, and commitment beginning with the top executives within an
organization (Leppitt, 2006b). Leppitt (2006b) challenges Beer & Nohria’s theoretical
approach by comparing Theories E and O dimensions with 18 other change frameworks.
Leppitt’s (2006b) conclusion from his research indicates a need for additional
development of the theories and a proposed extension to the original integrated model
associated with Theories E and O.
Organizational Support Theory
Another significant aspect of change implementation involves the different roles
of varying levels of organizational support and the effects the perception of support may
have on change management efforts. If employees feel supported and are treated well in
the workplace, they are more likely to experience a positive reaction to change (Fuchs &
Prouska, 2014). Positive psychological engagement with an organization is more likely
to occur when employees feel the organization cares about their well-being than when
employees do not feel a connection to the organization. Fuchs and Prouska (2014)
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contend the importance of employees’ feelings of connectedness in the workplace,
especially during times of change. Change participation is an important and mediated
agent for change intervention success and is modifiable when appropriately addressed by
organizational leadership (Fuchs & Prouska, 2014).
Based on the theory of social exchange, organizational support theory
demonstrates relationships between employees and employers (Baran et al., 2012).
Employers value worker attributes such as loyalty and dedication within their
organizations (Rhoades & Eisenberger, 2002). As social exchange theory is based on the
norm of reciprocity, organizational support theory indicates when employees feel valued
by employers, they are more likely to want to help their organization (Kurtessis,
Eisenberger, Ford, Buffardi, Stewart, & Adis, 2017). Social exchange theorists regard
employment as a trade of work from the employee for benefits tangible in nature from the
organization (Rhoades & Eisenberger, 2002). Part of this directional relationship
involves organizational support theory’s statement that companies reward employee
commitment and care about workers’ socio-emotional needs (Rhoades & Eisenberger,
2002; Yu & Lee, 2015). An employee’s perception of strong or weak organizational
support may influence general reactions to change efforts including participation,
resistance, or contention to change.
Perceptions of how employers value employee contributions and well-being are
built up over time, and this construct, central to organizational support theory, is known
as perceived organizational support (Baran et al., 2012). Organizational support theory
indicates psychological processes are the foundation of perceived organizational support
(Rhoades & Eisenberger, 2002; Yu & Lee, 2015). Coupled with the tendency of
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employees to humanize organizations, the concept of social exchange shows when
employees feel supported, they are likely to develop a desire to reciprocate that support
(Fuchs & Prouska, 2014).
Fuchs and Prouska (2014) conducted a study that identifies three levels of support
as drivers in successful (or potentially failing) change management efforts. Key levels of
support include co-workers, organizational, and supervisory support (Coghlan, 1994;
Fuchs & Prouska, 2014). The suggestion of the improvisation of change management
processes by increasing levels of support also implies a decrease in an employee’s
resistance to change. By engaging and improving employees’ feelings of organizational,
colleague, and supervisory support, current and future change management efforts have
increased chances for success (Coghlan, 1994; Fuchs & Prouska, 2014).
The improvement of quality and progression in change management efforts across
the board are vital to the field of human capital development, especially when
considering the impact change fatigue may have on employees within an organization.
Organizations who increase employee perceptions of support by involving them in the
change management planning process provides strategies for management to decrease
employees’ resistance to change (Fuchs & Prouska, 2014). The suggestion for future
research to be conducted on the different methods organizations can use to provide the
types of support employees need, at varying levels, to increase adaptability to change is
critical for more successful change management implementations (Fuchs & Prouska,
2014). When employees are not involved in the planning process, they may not feel
supported. The potential links in employee perceptions of lack of support from
leadership as contributing factors to change fatigue within organizations is a real
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possibility (Perel, 2015). Employees feel their opinions are undervalued because
leadership did not solicit their feedback before the change efforts began.
Change Management Models
Change management literature includes change theories and varying models for
the successful implementation of change management efforts. Change is everywhere,
and organizations are under constant pressure not only to keep up with change in today’s
rapid climate but also to accelerate the pace enough to spring ahead of the necessary
changes (Fuchs & Prouska, 2014). In today’s fast-paced world of technology and
dynamic business processes, any company not considering forward change and quickly
implementing those changes within its respective organizations is potentially at risk
(Kotter, 2014). While some people thrive during increasingly chaotic times of intense
change, organizational leadership must consider the fact that employees often respond to
change with resistance and frustration, both of which can negatively impact or undermine
any change effort (Furst & Cable, 2008; Ming-Chu & Meng-Hsiu, 2015). Organizations
must ultimately take the time necessary to plan, communicate, and implement changes
carefully to ensure success. While many validated change models are referenced in
research, a distinct lack of research of those models focuses on the practical
organizational application of change models (Stragalas, 2010).
While various different models of change exist, the review of literature for the
purposes of this study focuses on a few models relevant to the conceptual framework of
change fatigue and its contributing factors. Kotter’s eight-step model of change is a
cornerstone of change management, yet some critics have questioned the value of his
model because of the lack of references outside his own personal experiences and
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experience (Appelbaum, Habashy, Malo, & Shafiq, 2012). Another critique is that few
instances of Kotter’s change model of guiding change are used in corporate initiatives
versus graduate management programs, and this may indicate a gap in translation that
should be addressed (Stragalas, 2010). Kotter’s (2011) eight steps of change in
organizational transformation are as follows:
1. Establish of a sense of urgency for the change implementation.
2. Build a strong team and pay close attention to the identification of the best
fit(s) for this team.
3. Research, develop, and create a vision for the change implementation.
4. Communicate and over communicate this vision.
5. Remove barriers for employees and empower them to act on the created
vision.
6. Create and implement short-term wins. Celebrate those wins and move on to
the next phase in the change effort.
7. Promote and develop employees while consolidating – don’t let up on the
vision.
8. Institutionalize the change and make it stick.
Kotter’s change implementation model requires different conditions described as
key to change success (Stragalas, 2010). For instance, all ordered stages are necessary in
Kotter’s (2012) change model with no flexibility in skipping steps. Kotter states most
change implementation failures are a result of incorrectly addressing or completely
omitting the first stage (Stragalas, 2010). If managers effectively create a sense of
organizational urgency for the change, the majority of managers will believe the status
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quo is far more dangerous than the change. Kotter (2011) identifies this belief as the
most critical piece of all stages for the organization to progress to the other steps
successfully . Kotter (2011) reiterates communication as an integral aspect of successful
change, another reason the Kotter change model is relative to this study’s review of
change literature.
Another change model considered in this study and the review of existing
literature is Appreciative Inquiry (AI). Developed in the 1980’s by Cooperrider, AI is a
strength-focused organizational approach centered in positive psychology. The
assumptions in AI are that all organizations or companies do some things well and that if
leadership begins change efforts from the standpoint of those organizational strengths,
then momentum creates the drive for change. The AI model consists of a 4-D approach
of phases or cycles: discovery, dream, design, and destiny (Doggett & Lewis, 2013).
This cycle is participatory in nature and is a holistic and collaborative effort that seeks
emerging themes among participants. Five principles of philosophical origin for AI
include constructionist, simultaneity, poetic, anticipatory, and positive principles
(Cooperrider, Whitney, & Stavros, 2008). These five core principles form the theoretical
basis for Cooperrider’s AI and are essential in understanding the process and
effectiveness of this change model.
Of the different applications and approaches to implementation of the AI process,
one of those includes the AI summit. The AI summit includes a mass group coming
together akin to a meeting, but the process is entirely affirmative. This group begins and
builds upon the best parts of the organization and develops the positive change core into a
long-term strategic plan (Whitney & Cooperrider, 1998). By participating in and actively
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focusing on the positive aspects of the organization, while ensuring effective
communication among all levels of employees, best becomes the basis for change
management success.
While AI is research-based, AI is not designed to be a resolution method or
problem-solving technique (Drew & Wallis, 2014). Critiques of the AI model focus on
general limitations of the model: (a) the need for AI users to have an in-depth
understanding of context specific to the organization, (b) potential conflict of focusing on
positivity exclusively when considering free speech in a political democracy, (c) possible
misuse of AI by untrained officials trying to legitimize decisions, and (d) the inability to
“force” stakeholder participation and ignore opposing feedback of nonparticipants
(Schooley, 2012). While the limitations for using the AI method are important to
consider, the value of AI when properly planned and executed is notable (Drew & Wallis,
2014).
Employee Reactions to Change
Change, while commonplace in today’s workplace environment, has a profound
impact on employees (Bordia, Restubog, Jimmieson, & Irmer, 2011). Employee
experiences may impact their reactions to organizational change, which is important to
consider if employee reactions are used to forecast or predict change success. When
employees experience a failed organizational change initiative, they likely expect future
change processes to be poorly executed and result in unfavorable outcomes for the
organization (Rafferty & Restubog, 2017). The identification and development of
competencies and capabilities that enhance change initiative results are important skills
for organizational leaders.
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Stensaker and Meyer (2012) explored employee reactions to change drawn from
two earlier qualitative studies using their interview data. Their pilot study was conducted
in a Master of Business Administration (MBA) program and solicited management and
workers via focus groups to describe personal experiences and subsequent feelings
toward organizational change. The results of the Stensaker and Meyer study indicate the
identification of patterns in employee capabilities or competencies optimal for successful
change implementation is crucial. Additionally, managers should identify employees
exhibiting loyal behavior (both positive or negative) because those loyalties can impact
employee willingness to help promote change success, or promote cynicism and other
negative experiences (Stensaker & Meyer, 2012). Findings also suggest that cynical
attitudes, including change fatigue, are sometimes found as a pattern for employees
experiencing frequent change management initiatives, and this pattern can negatively
impact successful change efforts (Stensaker & Meyer, 2012). By identifying those
patterns, as well as possible ways to develop competencies that assist in avoiding the
negative effects, preliminary planning for organizational change efforts is critical.
Change efforts, on the front end, should focus on preparing employees and management
alike on the phases of the change initiatives (Stensaker & Meyer, 2012).
Contention to Change
Employees’ contention to change, noted by leaders, is one of the largest
encountered barriers. Often this resistance links to feelings of uncertainty or the
perception that change will be detrimental to the employee’s self. Employees generally
have two types of reactions to change, active/passive and constructive/destructive
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(Stensaker, Meyer, Falkenberg, & Haueng, 2002). In this earlier research, Stensaker et
al. (2002) noted six categories of employee reactions to change:
▪

active initiative in pushing change implementation;

▪

successful change implementation implies the carrying out of intended or
suggested changes while also completing normal daily on-the-job operations;

▪

BOHICA (“Bend over, here it comes again”) references the negative result of
repeated efforts and the employee then distancing from the change.
Employees also would minimally cooperate with the suggested changes;

▪

paralysis concept, which includes failing to carrying out any suggested
changes as well as failing to carry out normal daily on-the-job operations;

▪

organizational exit, referring to an employee self-terminating their ties with a
company; and

▪

undermining the change process, to include actively resisting the change and
influencing others within the organization to resist the change or the people
who support or have been charged with implementing the change.

While categories generalize reactions of employees experiencing change, the
categories fail to show the different dimensions of reactions. Additionally, the categories
lack ambiguous responses to change or how reactions may change or shift over time
(Stensaker et al., 2002). The evolution or process of changes may provide insight to
specific aspects of change fatigue and how the onset of change fatigue may be avoided
within an organization.
Research provides insight into how employee experience affects reactions to change.
While research indicates employees react negatively to change, that reaction of change
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cynicism is best described as an attitude that results in perceptions or beliefs of inequity
and resulting in distrust toward an organization (Stensaker & Meyer, 2012). Some
researchers believe a primary linkage exists between cynicism and an individual’s
perception while others argue cynicism is a learned response. For instance, if an
employee experiences multiple unsuccessful change efforts and processes, those
experiences may breed cynicism (Stensaker & Meyer, 2012). Within an organization,
employees rely on previous experiences when interpreting change initiatives and leaders
can develop change capabilities in two ways: knowledge transfer; or learning that
involves process-based transfers (Schilling, Vidal, Ployhart, & Marangoni, 2003).
Knowledge transfer describes the transfer of previous learning to current situations and is
content-based, whereas process-based transfer means “learning to learn”, where
individuals become better at learning over time and apply those new process techniques
to new situations (Schilling, Vidal, Ployhart, & Marangoni, 2003).
Individual reactions to change that include a personal willingness to accept and
participate in change has garnered more attention and research in recent years. Grenny
(2012) states a majority of employees suffer from what he calls a CLH- a “careerlimiting habit” that inhibits work potential. Rather than viewing employees as lacking
the will or personal motivation to effect individual change, individuals sometimes lack
the skills necessary to identify their CLH or potential remedies for the CLH. This cycle,
described as the “willpower trap” often perpetuates the misbelief that personal motivation
is the single influencer of individual change, as opposed to focusing on the gap in ability
(Patterson, Grenny, Maxfield, McMillan, and Switzler, 2011; Grenny 2012). Influencing
individual change personally and in the corporate environment may follow the same set
27

of standards if engaged by the following sources of influence: personal motivation,
personal ability, social motivation, social ability, structural motivation, and structural
ability (Patterson et al., 2011; Grenny, 2012). A holistic view in the pre-planning stages
and careful attention to the unique characteristics relative to the change and target
audience are key, no matter the change effort setting.
Resistance vs Fatigue
Throughout organizational change literature, change fatigue has historically been
used synonymously with change resistance (McMillan & Perron, 2013). However, in
recent literature, change fatigue has taken a very different and autonomous meaning from
change resistance in that the concept of change fatigue is directly associated with
employee perceptions of excessive change in their respective workplaces. While change
resistance may be one of many possible results of an employee experiencing change
fatigue, current literature is evolving to focus on the concept and constructs of change
fatigue (McMillan & Perron, 2013). While related, each of the change-based constructs is
individually distinguishable (Bernerth et al., 2011, Elving, Hansma, & DeBoer, 2011;
McMillan & Perron, 2013). One difference between change resistance and change
fatigue is that change resistance often results in employees taking an active role of
opposition to change within an organization, yet change fatigue yields passivity and
resignation to organizational change efforts (McMillan & Perron, 2013). While there are
polarized findings in change literature regarding how or why employees may respond to
change differently, one explanation of employee change reactions suggests how
employees perceive leadership’s intent for the change (Furst & Cable, 2008). Reasons
for resistance versus change are varied, but research indicates employee resistance to
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change impedes successful change implementation, so reducing or eliminating this
resistance is advantageous for organizations (Furst & Cable, 2008; Yu & Lee, 2015).
According to psychologists, humans reacting to change with resistance is a
completely normal part of the change process (Mariana et al., 2013). The flexibility and
adaptability an employee exhibits during change ultimately is a determinant of change
success (or failure). Various methods can lessen resistance to change efforts, including
improved communication, enhanced training and engagement, manipulation and
cooperation, and even coercion of sorts (Mariana et al., 2013). Employees prefer specific
methods to lessen change resistance over others. The opportunity to assess or gauge
employee views toward change begins early on. By “taking the pulse” of employees’
feelings toward change early in the process, employers can make modification or steps to
decrease possible obstacles before initiating change management efforts. Efforts to
reduce or eliminate resistance to change efforts are a crucial phase in any change
management planning process, and clear and consistent communication is an important
aspect to consider throughout change implementation (Akan, Er Ulker, & Unsar, 2016).
The cumulative research on outliers and preconditions of change resistance provides
insight when focusing on how change fatigue may or may not be influenced in
organizations experiencing strong or multiple change efforts (Mariana et al., 2013).
Change Fatigue
Most change initiatives are implemented in times of perceived failure and begin
with the change delivered from the top down (Morgan & Zeffane, 2003). When
organizations implement several changes simultaneously, especially before a previous
change effort is completed or evaluated, the results of excessive change can most
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certainly lead to negative employee views of organizational change. The perception of
too many changes may add to job stress and result in decreased job performance, morale,
increased absenteeism, turnover rate, and job dissatisfaction (Dool, 2009). The impact of
employee perceptions that too many organizational changes have occurred, known as
change fatigue, may result in other adverse residual outcomes such as decreased
organizational commitment, a negative shift in job satisfaction, and exhaustion (Bernerth,
et. al., 2011; Dool, 2009; McMillian & Perron, 2013; Perel, 2015). Change fatigue, as
differentiated by other change-based constructs, is an individual level response to too
much change taking place in an organization. The term change fatigue does not describe
or characterize an entire organization (Elving et al., 2011). The concept of change
fatigue evolved from scholars exploring factors for change failure beyond change
resistance (McMillian & Perron, 2013). Regardless of the assorted and various opinions
of exact definitions or results of change fatigue, a common theme in the literature on
change fatigue remains that employees experiencing change fatigue will not be optimal
participants in change efforts (Beaudan, 2006; Bernerth et al., 2011; McMillian & Perron,
2013; Perel, 2015).
In 2006, Beaudan published the culmination of 10 years of research and
interviews focused on helping organizations implement successful change by moving
beyond change fatigue. The Beaudan discussions involving strategies for leadership to
identify change fatigue onset were meant to help organizations avoid stalls in the change
efforts resulting from employees experiencing change fatigue. Beaudan’s literature
review of change fatigue as a concept is one of the first scholarly efforts demonstrating
the importance of leadership change planning to address and avoid potential change
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fatigue specifically. While adding to the research in understanding change fatigue’s
impact on employees, one should consider Beaudan’s review in a cautious manner since
the researcher’s non-data supported opinion was repeated throughout the article.
Additionally, Beaudan’s review of the literature and corresponding interviews do not
include other key change fatigue constructs related to employee behaviors in the
workplace (Nunnelly, 2016).
McMillian and Perron’s (2013) review of literature on change fatigue provides
clarification and comparisons of change fatigue versus change resistance. Their focus on
the different paradigms includes employee behaviors through change and distinguishes
adverse employee reactions and resulting outcomes related to change. Rather than
focusing on negative attitudes toward change with change resistance, the researchers
contend that change fatigue instead results in employees becoming passive and
withdrawing from the organization (McMillian & Perron, 2013). Employee passitivity is
a direct result of the employee’s lack of understanding of the change processes and is
linked to the organization’s failure to ensure proper change implementation (McMillian
& Perron, 2013). McMillian and Perron provide an explanation as to the consideration
of change fatigue and its negative impact on workers within an organization. McMillian
and Perron also provide insight as to effects of change fatigue involving feelings of
disengagement and disempowerment, as opposed to active change resistant behaviors,
reactions, and remarks. While their research is beneficial to change fatigue literature,
McMillian and Perron conducted their study in health care, so findings may not be
generalizable outside nursing professions and other health organizations (Nunnelly,
2016).
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Other studies related to change fatigue focused on not only the potential
organizational impact of change fatigue but also change fatigue measurement. In 2009,
Dool utilized a survey to assess effects of change fatigue on employee attributes such as
stress and satisfaction in the workplace. Two questions asked of the participants
regarding their change experience were: (a) did their organization initiate a change
initiative within the past year, and (b) how many change efforts had been initiated in the
past year (Dool, 2009; Nunnelly, 2016)? Instruments included a job satisfaction survey
(Spector & O’Connell, 1994) and a job stress survey. Dool confirmed validty of both the
Spector and the Speilberger & Vagg instruments. Study results indicate increased job
stress and decreased job satisfaction when employees were involved in rapid
organizational change (Dool, 2009; Nunnelly, 2016). The population for the Dool study
was 1,243, with a 39% (n=484) response rate. Though Dool confirmed the validity and
reliability of the tools, generalizability was reduced because of low participant responses
(Nunnelly, 2016).
In 2011, Bernerth et al. investigated the potential impact of repeated
organizational change on employee well-being and withdrawal, including turnover
intentions and commitment. The researchers developed a measurement scale for change
fatigue containing six items, and the instrument indicated construct and content validity
(Bernerth et al., 2011). The authors explored the relationship between change fatigue and
negative or harmful outcomes including exhaustion, commitment, and turnover intentions
within the organization through change. By investigating exhaustion as the central and
initial component through which change fatigue onset begins, the authors suggest that
exhaustion drives additional adverse reactions employees experience through change.
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Bernerth et al. (2011) define exaustion as “a feeling of being depleted or overextended
beyond one’s capacity to handle workplace demands” (p. 323).
Throughout the course of Bernerthet al.’s (2011) change fatigue measure
development, they conducted three separate studies. First, change fatigue items were
developed, reviewed, and tested by colleagues familiar with change literature. The items
were submitted to a team of consultants considered subject matter experts in change for
content validity testing. In phase two of their study, Bernerth et al. distributed their tool
to 200 governmental agency employees who recently experienced multiple change
initiatives for further validity testing. Phase two findings indicate criterion-related
validity for their change fatigue measure. In the final and third phase, the authors utilized
their instrument to assess change fatigue with exhaustion, turnover intentions, and
organizational commitment (Bernerth et al., 2011). The surveys were distributed to 500
manufacturing employees experiencing recent organizational changes in phase three.
Findings support their hypothesized suggestion that change fatigue had a direct
relationship with turnover intentions and organizational commitment, mediated by
feelings of exhaustion (Bernerth et al., 2011).
The need for additional research in areas of change fatigue, considering change is
necessary and unavoidable, is advocated by researchers (Beaudan 2006; Bernerth et al.,
2011; Dool, 2009; McMillian & Perron, 2013). While change is necessary for successful
organizations, attentive steps should be taken by organizational learders to avoid or
decrease the potential for organizational change fatigue (Beaudan, 2006; Bernerth et al.,
2011). Taking steps to lessen potential change fatigue and the accompanying harmful
outcomes begins with organizational leadership in the change planning stage (Beaudan,
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2006). Leadership communication, group cohesiveness, and perceived stability all
contribute to employee morale and engagement. The perception of change fatigue
ultimately hinders the success of change effort implementation and could result in
inhibiting customer satisfaction (Bernerth et al., 2011). The potential negative reactions
and results that change fatigue may pose to organizations include employee stress,
exhaustion, and burnout in the workplace (Bernerth et al., 2011; Dool, 2009; McMillian
& Perron, 2013). Bernerth et al. contend exhaustion is the central element and initiating
factor in change fatigue onset and the perception of too much change can be enough of a
stressor to manifest feelings of exhaustion in change management efforts. Limited
personal resources through excessive change lead to the onset of high stress and
exhaustion through continuous change (Bernerth et al., 2011).
Change fatigue research is limited and lacks established relationships to
organizational development and human capital development. Organizations and
management that value employee retention and engagement are concerned with the high
threat and potential decrease of employee engagement and satisfaction (Cowart, 2014).
Much like perceptions of organizational support, employee well-being has positive
changes on organizational success. Factors contributing to employee well-being include
employee invitations to participate in change effort discussions and decisions,
professional development, clarification of goals and missions, and the ability to cope
throughout change effort implementations (Hansson et al., 2008). Other factors impact
change success at both individual and organizational levels.
Identifying and isolating variables or constructs related to change fatigue is
another critical component in the determination of how contributing factors may
34

influence change fatigue (Perel, 2015). Factors related to job stress and job satisfaction
and the research related to other constructs of change fatigue are discussed below. The
impact of general job stressors and moral stress, including other variables such as
turnover intentions, job satisfaction, and attitude, may also affect the job. DeTienne,
Agle, Phillips, and Ingerson, (2012) explain the lack of a moral stress definition
throughout the literature but state that the term is often used synonymously with ethical
conflict. While stressors have been tied to negative organizational outcomes, moral stress
involves stress versus a moral or ethical conflict at the individual level. The analysis of
variables and interaction of moral stress while controlling other job stressors indicates
moral stress is a predictive behavior of increased employee fatigue, increased turnover
intentions, and decreased employee on-the-job satisfaction (DeTienne et al., 2012).
Some of the causes of the moral stress, as well as the magnitude of the effect are key in
determining the impact moral stress generally has on employee performance (DiTienne et
al., 2012). If organizational leadership strives to change any of the moral stress variables,
then beginning change with efforts to decrease those variables is a great starting place.
The foundation for employee fatigue and other controlled variables as discussed in this
section may provide an additional preliminary assessment of other contributing factors to
failed change. Current research shows the importance of organizations taking a look at
their workforce to determine causes of moral stress to avoid related negative outcomes
and this process should begin during the planning stages of change (DeTienne et al.,
2012).
Limited literature supports the notion that certain contributing factors such as
work locus of control and communication effectiveness impacts change fatigue.
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Studying the relationship between change fatigue and its contributing factors may
provide an understanding of how organizations can better implement change and
eliminate initial exposure to change fatigue, thus avoiding adverse outcomes related to
change fatigue and failed change. Continued review of the literature on how contributing
factors influence change and what steps may be taken to avoid or eliminate change
fatigue altogether may be beneficial for the organization.
Contributing Factors
Contributing factors of change fatigue may be viewed from the perspective of the
individual as well as the organizational perspective (Perel, 2015). The analysis of
contributing factors from individual and organizational perspectives coincides with the
Person-Environment Fit model, the assessment of employees’ perception of compatibility
with their workplace (Kristof-Brown, Zimmerman, & Johnson, 2005; Perel, 2015).
Understanding both person and environment as contributing factors of stress and change
has been reflected in research as significant, especially when considering the interaction
of workers and the workplace (Kristof-Brown et al., 2005; Perel, 2015). For years,
researchers attempted to assess the cumulative impact of external and internal factors
attributed to employee behavior in the workplace (Edwards & Billsbury, 2010).
Employees who have increased perceptions of workplace compatibility have positive
employee attitudes, job satisfaction, and organizational commitment (Kristof-Brown et
al., 2005). Low turnover intentions are associated with high perceptions of workplace
compatibility (Kristof-Brown et. al., 2005). Conversely, the perception of low workplace
compatibility results in higher turnover intentions and perceived stressful workplaces
(Tak, 2011). When considering contributing factors of change fatigue and the different
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perspectives reflected in the Person-Environment Fit model, further research may help
organizations successfully implement change management initiatives. By avoiding
unfavorable outcomes caused by change fatigue as well as assisting organizations in
developing strategies to avoid the onset of change fatigue, the Person-Environment Fit
model may lead to the need for additional research and focus on analyzing the change
fatigue contributing factors from both perspectives. Other change fatigue contributing
factors, such as work locus of control from the individual perspective and change
communication effectiveness from the organizational perspective are explored below.
Work Locus of Control
Demographics such as job tenure, change experience, and work locus of control
influence or impact change fatigue (Perel, 2015). This study focuses on work locus of
control as a contributing factor to change fatigue from an individual’s perspective.
General locus of control is defined as whether a person believes events are a result of
their actions of the environment, and work locus of control applies to workplace events
(Spector, 1982). Employees may attribute the expectancy of favorable or resulting
unfavorable outcomes as internal or external work locus of control (Spector, 1988). An
employee demonstrating an internal work locus of control believes outcomes such as
rewards or reinforcements are a result of their own actions, and employees with an
external locus of control view those outcomes as outside parameters of individual control
(Spector, 1988).
Work locus of control is a personality trait that may be used as an explanation for
employee behaviors in the workplace (Spector & O’Connell, 1994). The belief that an
employee’s personal feelings or perceptions of control may impact constructs that have a
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direct link to performance. Some of the constructs affected by an employee’s work locus
of control include motivation, performance, employee turnover, job satisfaction, and
leadership style (Macan & Trusty, 1996). Prior to Spector’s (1988) development of the
Work Locus of Control Scale, general locus of control was measured using Rotter’s I-E
scale (1966). Spector’s (1988) scale of development for work locus of control is focused
on work variable relationships in organizational settings. The two-factor structure of
Spector’s (1988) work locus of control scale involves internal and external work locus of
control. Macan and Trusty (1996) state employees demonstrating an internal work locus
of control have a higher sense of job satisfaction than employees demonstrating
externality. Additionally, employees with an internal work locus of control tend to
display higher levels of job commitment and motivation to do well on the job and also
have longer employment tenure compared to employees with an external work locus of
control (Macan & Trusty, 1996).
When employees experience an internal work locus of control, they generally
perceive the workplace positively, have high motivational foundations in terms of career
advancement, are effective influencers in a work environment, and are likely to cope well
with work stressors (Wang et al., 2010). On the contrary, employees who exhibit an
external locus of control are predisposed to view the work environment from a
pessimistic point of view, have low performance and unsuccessful careers in general, find
interpersonal work relationships challenging, and may struggle with problem solving and
dealing with stress (Wang et al., 2010). Wang et al. (2010) found strong relationships
exist between work locus of control and workplace criterion. Locus of control as a
personality trait is a strong determinant for employee behavior in the workplace, and
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perceived control is directly correlated to work stress and job strain (Spector &
O’Connell, 1994). Such research indicates employees with an internal work locus of
control are less likely to experience change fatigue from an individual perspective than
are employees with an external work locus of control (Perel, 2015).
Change Effort Organizational Communication Effectiveness
While one should not disregard the importance and relevance of individual
factors, it is also advantageous to look at contributing factors of change fatigue from the
environmental viewpoint. The organizational factors may be revised or modified (Perel,
2015). Contributing factors of change fatigue and the analysis of Person-Environment Fit
model are often focused on the individual’s perspective. Environmental factors are a
critical piece of the change fatigue process. From the organizational perspective,
variables such as organizational culture and structure, leadership, and communication,
have the potential to influence an employee’s change fatigue experience (Marchand,
Haines, & Dextras-Gauthier, 2013; Perel, 2015). This study focuses on the relationship
between and resulting influence of perceived communication effectiveness on change
fatigue from the organizational perspective.
Communication effectiveness is a critical component of any successful change
initiative, and from an organizational perspective, it is important to understand the role
communication plays in an employee’s perception of too much change (Perel, 2015).
Communication is central to all organizational success regardless of (yet especially
during) change management efforts (Akan et al., 2016). Poor communication throughout
a change management initiative is problematic and leads workers to high levels of
negative reactions and may also interfere with employees’ general receptivity to change
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(Frahm & Brown, 2005). All effects of change fatigue and job stress compound when
communication is limited and employees feel left “in the dark,” thus increasing feelings
of anxiety and uncertainty. When ineffective communication exists during a change
effort within an organization, negative outcomes become more likely for the employee
and the organization (Frahm & Brown, 2005; Perel, 2015). Change history within the
organization should be taken into consideration, as a poor change history may have a
negative impact on successful change implementations. To counteract negative impact,
organizations should clearly communicate change plans with employees prior to and
during change efforts (Walker, Armenakis, & Bernerth, 2007).
Planned organizational changes are often framed within Lewin’s (1947) change
model (Torppa & Smith, 2011), and change communication strategies can be based on
Lewin’s model. Two change communication strategies based on Lewin’s model indicate
that if the messages are planned and implemented correctly and in a timely manner,
organizations can prevent negative outcomes often associated with ongoing change
(Torppa & Smith, 2011). Other researchers proposed planned communication through
change may positively impact employee commitment to the organization through change
efforts (Klein, 1996). In terms of the effectiveness of change communication plans,
researchers argue certain components of the plan must exist and communication plans
should contain specific information (Klein, 1996; Torppa & Smith, 2011).
Klein (1996) proposes the following principles as the foundation of an effective
communication change plan: (a) message redundancy, (b) multiple media, (c) face-toface as well as mediated interactions, (d) the line hierarchy including direct supervisors to
convey a consistent message, and (e) opinion leaders to spread and support the message.
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The intentionality and details within change communication are important, and if
foundational principles are followed in implementing the communication plan, the plan
may help generate employee support for the organization and corresponding change
efforts (Torppa & Smith, 2011).
By communicating change plans in an effective manner, leadership provides
direction for employees by increasing awareness of and the reason for organizational
change and detailing the new roles envisioned under the change for each employee; the
communication helps decrease change resistance within the organization (Van der Voet,
Groeneveld, and Kuipers, 2014). Christensen (2014) contends properly planned
communication strategies are the most important considerations in successful change
management implementations. Christensen’s study of communication as tool for change
consists of the development, testing, and validation of change communication factors.
Christensen explored those factors as predictors of employee perceptions of
communication effectiveness in an organizational change setting. Eight dimensions in
five resulting categories from this study include social contact, central leadership,
information, influence, and barriers to improvement (Christensen, 2014). Factors were
based on literature review and an interview pilot study to provide guidance and
clarification for the categorical designations (Christensen, 2014). Christensen’s literature
review indicates diverse existing measures were developed to assess communication but
were not designed to be used in the workplace.
Cawsey and Deszca (2007) pose change communication should occur in phases
and employees should consider interactive variables of communication when crafting and
sending employee messages. Communication strategies differ and depend upon the
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specific stage of change. Critical to change communication effectiveness is the notion
employees understand the need for change and believe the organization will treat them
fairly throughout the change (Cawsey & Descza, 2007). Many themes and concepts
revisited throughout this review of literature involve the underlying theories of social
exchange, organizational support theory, and an employee’s perception of locus of
control in the workplace. Commonalities of the literature review for this study are
successful change is necessary and adds value to an organization, effective
communication is central to change success, and employees experiencing change fatigue
compromise the likelihood of successful change efforts.
Summary
Chapter II is an examination of existing literature on change, change fatigue, and
contributing factors to change fatigue. Organizational change is complex, constant,
repetitious, irresolute (Lozano, Ceulemans, & Scarff Seatter, 2015), necessary, and
unavoidable (Akan, et. al., 2016). As a response to increased competition and
technological advances, organizations must be able to implement successful change at a
much faster pace than ever before. The planning stage of change management is critical,
as is proactively recognizing employee reactions to change. Change theories and models
of change management are continually developed and tuned in hopes of helping
organizations achieve greater change success. Proper planning to avoid unfavorable
change outcomes (such as exhaustion, turnover intentions, and decreased organizational
commitment) will equip leadership with the tools for more probable change success. The
potential for organizations to identify employees’ exhibiting attributes related to change
resistance, change cynicism, or change fatigue increases the likelihood of successful
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change implementation. While all of these change-based constructs are related, each is
different in its own respect.
Change fatigue is an employee’s perception that too much change has taken place
too quickly. Resulting in the passive resignation toward the change and even the
organization as a whole, change fatigue is detrimental to an organization’s change
success. Even greater chances of change success exist if the organization eliminates or
avoids the onset of change fatigue altogether. Avoiding change fatigue may be
accomplished by understanding the relationship between change fatigue and its
contributing factors.
Change fatigue contributing factors are viewed from the organizational or the
individual perspective. An organization’s communication effectiveness during a planned
change effort is a contributing factor from the organizational perspective. Work locus of
control, which may be experienced in an external or internal manner, is individualized as
perceived by the employee. This study’s purpose is to provide a clear understanding of
the relationship among change fatigue, organizational communication effectiveness, and
an individual’s work locus of control experience. With a better understanding of those
relationships, change management planning can include this information in future
research and lead to increased change success.
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CHAPTER III – METHODOLOGY
This chapter includes methods used to determine the influence contributing
factors change effort organizational communication effectiveness and work locus of
control have on change fatigue onset. The problem within this proposal indicates that
once change fatigue exists within an organization, unfavorable outcomes are likely to
result. An employee’s change fatigue experience ultimately hinders the success of
change effort implementations within the organization and could also impact employee
exhaustion, turnover intentions, and organizational commitment (Bernerth et. al., 2011).
This chapter includes the study’s research objectives, research design, population, threats
to internal and external validity, IRB approval, instrumentation, data collection plan,
survey map, data analysis plan, and limitations.
Research Objectives
Research objectives for this study are:
RO1: Describe the participants in the study, including position within the organization,
length of employment, and educational level.
RO2: Describe employee’s perceived change fatigue experience.
RO3: Describe change effort organizational communication effectiveness as perceived
by the employee.
RO4: Describe the employee’s work locus of control.
RO5: Determine the influence of change effort organizational communication
effectiveness and work locus of control on change fatigue.
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Research Design
The purpose of this study is to determine the influence of change effort
organizational communication effectiveness and work locus of control as contributing
factors on the employee change fatigue experience. The research design is a nonexperimental, ex post facto causal comparative study to assess existing levels of change
fatigue, work locus of control, and perceptions of organizational communication
effectiveness through change. Swanson and Holton (2005) describe causal-comparative
research in that no variables are manipulated. This study design lacks both manipulation
and forms of intervention. In causal-comparative designs, researchers identify some
difference between subjects and then look for other variables to establish causality
(Swanson & Holton, 2005). Morrison, Cohen, and Manion (2000) describe ex post facto
research in areas of social sciences and education as the study of existing conditions to
attempt to assess causal relationships between variables retroactively.
The researcher describes the existing employee change fatigue experience,
perceived change effort organizational change communication effectiveness, and work
locus of control. Next, the data are analyzed to determine the influence of contributing
factors of change fatigue on the employee change fatigue experience. This research
design is appropriate for the purpose of this study to explore the possible cause and effect
relationship between perceived change fatigue and its contributing factors. Change effort
organizational communication effectiveness and work locus of control were the
independent variables for this study, and change fatigue was the dependent variable.
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Research Population
The University of Southern Mississippi’s Gulf Park Campus was the chosen
population for this study. This organization was selected as the study population because
of the recent and ongoing reorganizations within reporting structures and operational
processes. The University of Southern Mississippi, the Gulf Park Campus specifically,
has undergone change in various forms from complete restructuring of colleges to
centralization and decentralization of autonomy. Detailed plans for the change may be
found on the organization’s website, to include:
▪

Academic Reorganization Plan by phase;

▪

Academic Master Plan;

▪

Strategic Framework;

▪

Vision Initiatives and;

▪

Reorganization Glossary.

Additionally, committee assignments, proposals, and implementation flowcharts may be
found on the website (Vision 2020, n.d.). This information is available to employees at
all times and updates have been routinely added throughout this research process.
Ongoing restructuring resulting from a university-wide academic reorganization,
may offer a unique perspective on change fatigue and contributing factors of change
fatigue as perceived by employees. The researcher met with the lead administrator of
The University of Southern Mississippi’s Gulf Park Campus to obtain study population
permissions, found in Appendix D.
Roberts (2010) describes the population of a study as the data source by which the
researcher hopes to generalize the results of the study. Using a census of the population
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to draw the sample, the population for this study is comprised of all full time benefits
eligible employees employed at The University of Southern Mississippi’s Gulf Park
Campus. The University of Southern Mississippi’s Gulf Park Campus employs
approximately 83 benefits eligible faculty members and 120 benefits eligible staff
members (HR Specialist, 2018). The University of Southern Mississippi is a dual
campus institution serving students on two full campuses in addition to five research
sites. Research is limited on the influence of contributing factors of employee change
fatigue within organizations.
The target population includes approximately 203 total employees. Based on a
sample size tool power analysis, a sample of 134 with a 95% confidence rate, a 5%
margin of error, and a 50% response distribution (Raosoft). The actual response rate for
the study was 35%, with 71 total responses. After filtering incomplete fields due to
partial answers within the survey, the data analysis portion of the study included a total of
60 responses, which represents 30% response rate.
Internal and External Validity
The importance of rigor in measures used to conduct research is critical for a
properly designed quantitative study (Creswell & Clark, 2011). Validity is a term used to
refer to the accuracy of information captured by an instrument (Fink, 2002). Internal
validity is the inference by which the level of accuracy of the instrument is free of error
or bias (Fink, 2002). Instrument validity is how well a study’s design and measures were
carried out and the level of confidence the researcher has in the inference of outcome
based on the event (Phillips et al., 2013). In other words, internal validity describes the
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integrity of the research design and the truth of inference of the conclusions of the study
(Creswell & Clark, 2011).
Threats to validity are reasons inferences made within a study may be inaccurate
or wrong (Shadish, Cook, & Campbell, 2002). This study was a nonexperimental, ex post
facto causal comparative design, and the identification of plausible threats to internal
validity were assessed to help explain causal inferences. Steps taken during this study to
minimize threats to internal validity included the selection of two existing instruments
with demonstrated validity and reliability. The change fatigue and work locus of control
measures were found to be reliable and valid in the original studies by the instrument
developers. Instrument/face validity for the change effort organizational communication
effectiveness question used as the measure for RO3 of this study was obtained by two
experts in the field of communication. An additional potential threat to the internal
validity of this study is history, relative to effects on participants caused by ongoing
reorganization efforts or participant perceptions related to the change efforts.
External validity involves the extent to which the findings may apply to others
outside the participants within the study’s population (Phillips, Phillips, & Aaron, 2013)
and is usually of the highest concern in survey designs (Creswell & Clark, 2011).
External validity refers to the extent of generalizability of study results to the target
population (Fink, 2002). The results of this study cannot be generalized beyond the study
population.
Institutional Review Board Approval
Institutional review boards (IRB) protect study participants, especially regarding
ethics and confidentiality (Roberts, 2010). Permission to survey human subjects was part
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of the IRB approval request, including informed consent and the adherence to other
guidelines intended to protect research participants. All research conducted at The
University of Southern Mississippi must follow the guidelines and obtain permission and
approval to conduct research through the official IRB process before data collection is
initiated. Approval for this research was received from The University of Southern
Mississippi Institutional Review Board (IRB) and may be found in Appendix A.
Instrumentation
The four-section instrument created for this study included a combination of
existing measures obtained through a synthesis of change fatigue and work locus of
control literature, along with two researcher-designed questions to capture the data
necessary to address the research objectives. Participants provided demographic
information for the first section of the instrument, including employee affiliation, length
of employment, and educational level. Demographic questions used to capture this
information were designed by the researcher. The second section of the instrument
included the change fatigue measure designed by Bernerth et al. (2011). The researcher
developed a question to assess organizational change communication effectiveness in
section three of the instrument. The fourth and final section of the instrument included
the Work Locus of Control Scale developed by Spector in 1988. Permissions to use
existing instruments for change fatigue and work locus of control were obtained via email
prior to the research proposal defense. Copies of the instrument permission requests and
granted author permissions are in Appendix C.
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Section 1: Participant Demographics
Demographic information captured for this study may provide insight for
additional research. Educational level and employee position within the organization are
nominal scales of measurement and the statistical tests used to indicate the demographical
information were frequency distributions. Frequency distributions and histograms plot
values of observations horizontally and frequencies of each value occurrence vertically
(Field, 2013). Employees were asked about their educational levels, and response
choices were as follows: some high school/no diploma, high school/GED, some college,
associate’s degree, bachelor’s degree, master’s degree, and doctorate. Employee
affiliation within the organization was the second demographic variable, and response
choices were as follows: faculty, staff, or administrator. Length of employment is an
ordinal scale of measurement and was tested using a frequency distribution. Employee
length of employment response choices were as follows: less than one year, 1-5 years, 610 years, 11-15 years, and 16 years or more.
Section 2: Change Fatigue
The second research objective (RO2) described the employee’s change fatigue
experience. The change fatigue data is ordinal since Likert scales are ordinal in nature,
but were treated as interval scales for the purposes of this analysis. By summing the
responses for the constructs, interval measures were yielded, thus analyzing the data as
Likert scale rather than Likert-type data (Boone & Boone, 2012). Though controversial,
using ordinal data for interval level measurements has become common practice
(Jamieson, 2004). Interval variables are continuous, meaning scores are applied for every
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participant, and any value may be applied to the scale of measurement (Field, 2013).
Interval scales imply equal distance between each response (Field, 2013).
Bernerth et al.’s (2011) measure of change fatigue was developed as a tool to
examine the effects of frequent change within an organization on employee well-being,
turnover intentions, and commitment to the organization. Upon initial development, this
scale consisted of 10 questions, reduced to 6 questions following a psychometric
assessment (Bernerth et al., 2011). The change fatigue scale for this study was based on
a response format ranging from 1 to 5 (1= Strongly Disagree; 2= Slightly Disagree; 3=
Neutral 4= Slightly Agree; 5= Strongly Agree) as illustrated in Appendix B. The authors
tested content and construct validity of this measure by use of consultants, factor
analysis, and a test pilot (Bernerth et al., 2011). The scale was used to obtain a measure
or change fatigue and then to group participants based on change fatigue versus no
change fatigue.
Section 3: Change Effort Organizational Communication Effectiveness
One of the objectives for this study was to describe change initiative
communication effectiveness as perceived by the employee. An exhaustive search of the
literature yielded numerous instruments that measure overall communication
effectiveness within organizations; however, no instruments focused on change
management communication effectiveness as perceived by employees. Data collected for
Research Objective 3 shows the employees’ perception of the effectiveness of
communication by the organization throughout the change initiatives. A single, researchauthored question asking employees to gauge the organization’s change communication
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effectiveness was used for this objective. A minimum of two communications experts
determined face validity for this portion of the instrument.
Section 4: Work Locus of Control
Spector developed the Work Locus of Control Scale (WLCS) in 1988 with 16
items measuring employee beliefs regarding control within a work setting (Spector,
1988). The WLCS responses format range from 1 to 6 (1= Disagree Very Much; 2=
Disagree Moderately; 3= Disagree Slightly; 4= Agree Slightly; 5= Agree Moderately;
6= Agree Very Much). Half the questions were written for each direction (internal and
external). Higher scores represent externality, so the eight internally worded questions
were reverse-scored and coded before analyzing the data. Spector (1988) determined that
while the WCLS correlated with measures for general locus of control, the WLCS better
served as a predictor of behaviors in the workplace than scales for general locus of
control. Spector presented evidence of validity based on the number of samples/subjects
in his research (1988) and internal validity was deemed adequate.
Survey Map
The survey map below presents the study’s individual research objectives and
associated survey sections for each objective found in the instrument, to include the
measure source for each section. The preliminary portion of the survey included the
informed consent information, which can be found in Appendix B. The informed consent
explains no known risks or benefits exist for survey participation, as well as
confidentiality details and IRB stipulations and contact information. Participants were
required to agree to informed consent before proceeding to any questions within the
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survey. Upon agreement for the informed consent portion of the survey, participants
began the first section of the survey.
Section 1 consisted of demographic information within the survey, Section 2
included the 6 questions to measure change fatigue, Section 3 included the question for
the assessment of communication effectiveness through change, and Section 4 included
the 16 questions for the WLCS. The closing section of the survey solicited information
for voluntary inclusion in the incentive gift card drawing. Table 1 presents survey map
information to include individual research objectives and accompanying sections within
the survey.
Table 1
Survey Map
Research Objectives

Survey Sections

Source

RO1: Describe the participants
Section 1
in the study, including position
within the organization, length of
employment, and educational level.

Demographic
information

RO2: Describe employee’s
Section 2
perceived change fatigue experience.

Change fatigue
measure

RO3: Describe change effort
organizational communication
effectiveness as perceived by the
employee.

Change effort
organizational
communication
effectiveness
question

Section 3
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Table 1 (continued).
RO4: Describe the employee’s
work locus of control.

Section 4

Work Locus of
Control Scale
(WLCS)

RO5: Determine the influence
of change effort organizational
communication effectiveness and
work locus of control on change
fatigue

Sections 2-4

Change effort
organizational
communication
effectiveness
question, WLCS, and
change fatigue
measure

Data Collection
Surveys were uploaded to Qualtrics Research for instrument dissemination and
data retrieval. The researcher obtained the email listserv used for survey dissemination
from the organization. Rapid technological advancement, such as email listservs
containing employee distribution lists, allows for speedy access to contacting large
groups of people (Dillman, Smyth, & Christian, 2014). The requested listserv included
all full-time benefits eligible employees in the target population. The researcher emailed
participants with links to access the survey via Qualtrics. The introductory email invited
participants to access the provided link to complete the survey. An email reminder of the
survey availability was sent one week prior to actual survey dissemination, along with the
deadline for participation. The survey was emailed to participants and the following
week, a reminder email was sent. Reminders increase participant response rates, as
suggested by Dillman et al. (2014). Email communication can be found Appendix E.
To increase the survey response rate, a gift card incentive was offered. Rewards
or incentives for survey participation can improve response rates (Phillips et al., 2013).
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Participants had the opportunity to enter their email address in a drawing for one of four
gift cards, each in the amount of $25. Fink (2002) suggests researchers be explicit in
describing assurance of respondent confidentiality when offering survey participation
incentives. Information regarding participants’ personal information for gift card
inclusion was kept password protected in the researcher’s office.
Once data was collected, gift card winners were identified. Email addresses of
participants entered into the gift card drawing were exported into an Excel spreadsheet.
A random number generator was used to identify the gift card winners. The gift card
winners were drawn in the presence of a witness, winners were notified, and gift cards
were distributed.
Data accessibility was restricted to the researcher’s password-protected computer.
Data collected were exported, formatted, and evaluated in Qualtrics and exported into
SPSS (statistical package for social sciences) for statistical analysis. Data were stored for
a period of three years post-study. No hard copies of the data was used and data was
entered directly into SPSS to be analyzed. The researcher created a full report of the
findings, found in Chapter IV. Table 2 shows the full data collection plan for this study.
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Table 2
Data Collection Plan
Week 0
Week 0
Week 1
Week 1
Week 2
Week 3
Week 4+

Obtain permissions for instruments and population; build instrument
by combining existing measures
Obtain IRB approval and email listserv for population access
Notify (via email) participants of plan to disseminate survey
Disseminate survey electronically
Send participants email reminders of the availability of the
survey and deadline for participation
Gather survey results; identify gift card winners; mail gift cards to
recipients
Analyze data using SPSS and create report of findings
Data Analysis

The following discussion provides an overview of the process used to analyze
data for this study. Change effort organizational communication effectiveness and work
locus of control were the independent variables for this study, and change fatigue was the
dependent variable. This study analyzed data by assessing existing levels of perceived
change fatigue, work locus of control, and organizational communication effectiveness.
Employees’ existing levels of perceptions regarding organizational communication
effectiveness, work locus of control, and change fatigue experience were assessed. The
final phase of the research design determined the influence of communication
effectivness and work locus of control on the change fatigue experience. Change fatigue
experience was analyzed in context of employee perception of change effort
organizational communication effectiveness and individual work locus of control. Data
analysis included descriptive statistics, standard deviation, and two-way ANOVA.
The first Research Objective (RO1) used descriptive statistics to analyze
demographic characteristics of participants in this study. Frequency distributions were
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used for all demographic information for RO1. Research Objective 2 used the mean and
standard deviation to demonstrate employee change fatigue experience before being
converted to groups relative to the change fatigue experience. Research Objectives 3 and
4 used frequency distributions after measures were converted to groups of effective
communication, ineffective communication, externality, and internality, respectively.
Finally, Research Objective 5 determined the influence of change effort organizational
communication effectiveness and work locus of control as contributing factors on change
fatigue. Data from RO5 were analyzed as inferential non-parametric interval data using a
two-way ANOVA and may be found in Table 9. ANOVA assumptions include (a)
random sample, (b) normal distribution, (c) equal variance, and (d) independent samples.
The full data analysis plan for this study is illustrated in the figure below.
RO

Item(s)

Scale of
Meas.

Statistical Test

1

Position within organization
Length of employment
Educational level

Nominal
Ordinal
Nominal

Frequency Dist.
Frequency Dist.
Frequency Dist.

2

Change fatigue experience

Interval

Mean, Std. Dev.

3

Communication effectiveness

Nominal

Frequency Dist.

4

Work locus of control

Nominal

Frequency Dist.

5

Communication effectiveness
Work locus of control
Change fatigue

Nominal
Nominal
Interval

Two-way ANOVA

Figure 2. Data Analysis Plan
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Summary
The information found in this chapter details methodology used to determine
potential influence contributing factors of change fatigue may have on the employee
change fatigue experience. The research design used for this study was a nonexperimental ex-post facto causal comparative design, as no variables were manipulated,
and no interventions or treatments were introduced. No data were collected for this study
prior to receiving approval from the university’s Institutional Review Board. The data
collection process for this causal comparative study utilized an instrument that was valid
and reliable. Data for this study were collected from full-time university employees
using an online survey via Qualtrics software. Data were analyzed using descriptive and
inferential techniques, and the results are presented in Chapter IV. Chapter V outlines the
future research implications, recommendations, and other discussions relative to the
results of this study.

58

CHAPTER IV – RESULTS
This chapter provides the results of the quantitative analyses and interpretation for
this study. Data analysis in research includes the examination of data and how it is
addressed through the study’s research objectives (Creswell & Clark, 2011). The purpose
of this study was to determine the influence of change effort organizational
communication effectiveness and work locus of control on change fatigue in the
workplace. Data were collected to measure existing change fatigue, perceptions of
change effort organizational communication effectiveness, and work locus of control for
participants within the population. Existing perceptions of employee change fatigue
experience, work locus of control, and perceived organizational change communication
were described before relationships and potential influence were assessed.
A total of 203 were identified as full-time benefits eligible employees for the
population of this study, and all 203 employees were included in the data collection
process. Seventy-one participants (35% of the total population) responded to the survey.
However, one participant chose not to proceed beyond the informed consent section of
the survey. Respondents could not advance to survey questions without first agreeing to
the informed consent section. Ten (10) respondents did not complete the survey in full
and their survey response was removed from data analysis and interpretation, since most
methods of research presume data sets are complete (Widaman, 2006). Incomplete
surveys indicated survey abandonment and those responses were unusable. Removing
missing fields that were incomplete (n=10) and the informed consent decline (n=1),
yielded a total of 60 usable responses.
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Demographics
RO1: Describe the participants in the study, including position within the
organization, length of employment, and educational level. Results of data collected in
Research Objective One describe the study participants, including position within the
organization, length of employment, and educational level. Frequency distributions and
other charts illustrate the results of Tables 3 through 6 display the demographic
information of the study participants. The following data represents this research
objective, beginning with organizational employee affiliation.
Position within Organization
Participants completing the survey self-identified as staff members (n=29,
48.33%) or administrators (n=7, 11.67%) within the university. From the broader
perspective, administrators are classified as staff. The combined total for staff and
administrators totaled 60% of respondents (n=36), representing the majority of employee
affiliation demographics for this study. Faculty comprised 40% (n=24) of survey
responses. Personal communication with the university human resources department
(January, 2019) notes that 83 of the 203 full time benefits eligible employees are faculty,
equaling to 40.9% and the remaining 120 employees are staff (59.1%) within the
population. The study’s sample reflects an almost equal number to the population. Table
3 illustrates the almost equal representative sample to the study’s population, considering
the staff and administrators combined totals with faculty totals.
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Table 3
Employee Affiliation Sample vs. Population
Participants’ employee
Affiliation

Study Sample

Study Population

Faculty

(40%)

(40.9%)

Staff & Administrators

(60%)

(59.1%)

Table 4 demonstrates the employee’s position within the organization, as
information in a frequency distribution, as described in the data analysis plan and survey
instrument.
Table 4
Position within Organization
Position within Organization

f

%

Faculty

24

40.00

Staff

29

48.33

Administrator

7

11.67

Total

60

100.00

Length of Employment
Survey participants were asked to indicate length of employment with the
organization. Participant length of employment periods were diverse, with 5% (n=3)
having worked for the university for less than one year, employment length of 1-5 years
for 31.67% (n=19), employees with 6-10 years’ tenure at 16.67% (n=10), and more
senior employees terms of 11-15 years representing 23.33% (n=14), and finally long
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standing employee participants with 23.33% (n=14) of the total sample. Table 5
demonstrates the statistical data in the form of a frequency distribution.
Almost half of the respondents (n=28, 46.66%) worked for the institution for over
10 years. Participant responses for this study represent a diverse group in terms of length
of employment with over 1 in 3 employees (n=19, 31.67%) employed with the
organization for 1-5 years. Length of employment illustrated in the form of a bar chart
may be found in Appendix F.
Table 5
Length of Employment
Length of Employment

f

%

Less than one year

3

5.00

1-5 years

19

31.67

6-10 years

10

16.67

11-15 years

14

23.33

16 years or more

14

23.33

Total

60

100.00

Educational Level
Participants responded to a question about their completed levels of education
with the following choices: some high school/no diploma, high school diploma or GED,
some college, associate degree, bachelor’s degree, master’s degree, or doctorate. The
most frequently reported completed educational level was “doctorate” (n=26, 43.33%).
All but 96.66% of study participants had at least a bachelor’s degree, as illustrated in the
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obtained demographic data. Results indicate all participants in this study have at least
some college. The population for this study includes university employees which is a
highly educated workforce, as compared to the general population.
Table 6 depicts the study participants’ educational levels frequency distribution.
This information, illustrated in a bar graph, may be found in Appendix G.
Table 6
Educational Level
Educational level

f

%

Some high school/no diploma

0

0.00

High school graduate/GED

0

0.00

Some college

1

1.67

Associate’s degree

1

1.67

Bachelor’s degree

12

20.00

Master’s degree

20

33.33

Doctorate

26

43.33

Change Fatigue
RO2: Describe the employee’s change fatigue experience. The second Research
Objective is reported using descriptive statistics. The Change Fatigue Scale developed
by Bernerth et al. in 2011 was used to measure change fatigue. The scale, comprised of
six questions and responses, was based on a 5-point response ranging from 1 (strongly
disagree) to 5 (strongly agree). Participants reported on the 5 point-scale a change fatigue
of 3.33.
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The score for determining levels of change fatigue was obtained by first summing
total items on the scale for each individual and calculating a mean. The mean was
calculated and provided the basis for a “low” or “high” change fatigue score indicating a
“low” or “high” change fatigue experience. Scores were then coded for change fatigue
for each individual with 1 representing “low” change fatigue and 2 representing a high
change fatigue experience. Change fatigue score was converted to a dichotomous value
indicating a high change fatigue experience or low to no change fatigue.
Commonly practiced in the social sciences, dichotomization of continuous
variables allows for splitting data into two groups before performing the data analysis
(Irwin & McClelland, 2003). This practice is especially common with personality
variables and cognitive variables. In this study, dichotomizing the variable addressed
RO2 which describes the employee’s change fatigue experience. Although median splits
are the most common method of variable dichotomization (Irwin & McClelland, 2003),
choosing the cutoff point by dividing the scale was the method chosen for this study.
Variable dichotomization is not without issues and some of the potential negative
consequences include reducing or losing statistical power in the analysis of variance
(Rucker, McShane, & Preacher, 2015). Rucker et al. (2015) make a case for preserving
the continuous nature of the variable and using regression analysis instead of analysis of
variance accompanied with dichotomization, which may constitute a limitation for this
study. The dichotomous values for this study were converted based on variables less than
or equal to 2.5 indicating low to no change fatigue and variables >2.5 indicating higher
change fatigue experiences and were based on 1 being the minimum score and 5 the
maximum. The variable’s cutoff was 2.5 based on the midpoint of the scale. Figure 3
64

notes the number of responses indicating high experiences of change fatigue, as well as
the number of responses either indicating a low change fatigue experience.
Low numbers on the change fatigue scale represent a lower change fatigue
experience. For example, the first question in the change fatigue measure for this survey
is, “Too many change initiatives are introduced in my organization.” If a participant
chooses “disagree very much” this answer is recorded as a “1” and “agree very much” is
recorded as a “5”. The overall mean score based on the 5-point response range was M =
3.33 for all participants. The overall mean of 3.33 indicates a higher sense of change
fatigue when employee responses were averaged.
Table 7 displays the frequency distribution for employee change fatigue
experience for this study. Table 8 provides the mean and standard deviation for RO2.
The standard deviation was 1.23, representing the amount of variation from the mean or
expected value. Considering the mean of 3.33, the standard deviation explains the spread
of variance in participant responses for the group as a whole. The standard deviation for
this sample allows us to estimate the population’s standard deviation and generalize the
findings (Laerd, 2019). Variance and standard deviation applies to interval measures and
uses the difference between the value of each observation and the mean, based on all
collected data. Variance and standard deviation helps provide understanding as to how
well the mean represents the data. The standard deviation (1.23) of the mean for this data
(3.33) describes that central tendency of responses fell between 2.1 (3.33-1.23) and 4.56
(3.33=1.23) on a scale of 1-5.
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Figure 3. Change Fatigue Experience by responses
Table 7
Change Fatigue Experience Frequency Distribution
n

%

Employees experiencing
low change fatigue

18

30

Employees experiencing
high change fatigue

42

70

Table 8
Change Fatigue Experience Mean and Standard Deviation

Change Fatigue

n

M

SD

60

3.33

1.23

Overall, results indicate more employees experience change fatigue than the
number of employees who do not experience change fatigue.
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Organizational Change Effort Communication
RO3: Describe change effort organizational communication effectiveness as
perceived by the employee. The third Research Objective in this study described the
effectiveness of organizational change effort communication, as perceived by the
employee. Research demonstrates the importance of consistent and clear organizational
communication through change and how the employee perception of the communication
effectiveness will impact general attitudes toward the change efforts (Frahm & Brown,
2005). The measure for this objective was a single researcher-developed question,
“Leadership has effectively communicated through change efforts.” Participants
responded on a six-point scale ranging from 1 (disagree very much) to 6 (agree very
much), with the minimum score being 1 and the maximum score 6.
Descriptions of change effort organizational communication effectiveness rely on
the employee’s perception. Change literature consistently states the significance of
organizational communication through change. The following results address RO3 for
this study: Participants are just as likely to “agree” or “disagree” that the organization
has effectively communicated through change efforts. Twenty-nine or 48.33% agreed
communication was effective and 31 (51.67%)participants disagree that leadership
effectively communicated through change. The total number of agree/disagree slightly
responses were the lowest rates with a total of 11 (18.33%), indicating strong perceptions
are represented on either side.
Table 9 depicts a frequency distribution representing individual participant
responses for their perception of the organization’s communication effectiveness through
change. This information is illustrated in bar graph form in Appendix H.
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Table 9
Change Effort Organizational Communication Effectiveness as Perceived by Employee
Communication has been effective
through change efforts
Disagree very much

f

%

18

30

Disagree moderately

8

13.33

Disagree slightly

5

8.33

Agree slightly

6

10

Agree moderately

12

20

Agree very much

11

18.33

Total

60

100

Work Locus of Control
RO4: Describe the employee’s work locus of control as a contributing factor to
change fatigue. Research Objective Four results described work locus of control. The
Work Locus of Control Scale (WLCS), developed by Paul E. Spector in 1988, measured
work locus of control in this study. Dr. Spector reported the WLCS has been closely
related to variables such as organizational commitment and job performance.
The WLCS is comprised of 16 questions, half written in an external direction and
the other half written as internal. Responses range on a scale from 1 (disagree very
much) to 6 (agree very much). Scores on the internal questions were reverse scored
before obtaining the mean so that all questions could be evaluated using the same
direction for the scale: higher scores represent an individual’s external work locus of

68

control, while lower scores represent the individual’s internality, as per Dr. Spector’s
instructions for scoring responses in the WLCS.
Questions used to determine the work locus of control are presented in Figure 4.
A total of 16 questions captured the data to describe employee’s work locus of control.
Before analyzing participant responses, half of the questions were reverse scored due to
the way the questions were written (half were written from an external point of view and
the other half were written from an internal point of view). Reverse scoring question
means a score of “1” represents the strongest level of disagreement and a score of “6”
represents the strongest level of agreement for each question. Reversals for original
scores were as follows: 1=6; 2=5; 3=4; 4=3; 5=2; 6=1. Internally worded questions that
were included in the score reversals were items 1, 2, 3, 4, 7, 11, 14, and 15 on the WLCS.

WLC questions
1
2
3
4
5
6
7
8
9
10
11
12
13
14

A job is what you make of it.
On most jobs, people can pretty much accomplish whatever they set out to
accomplish.
If you know what you want out of a job, you can find a job that gives it to
you.
If employees are unhappy with a decision made by their boss, they should do
something about it.
Getting the job you want is mostly a matter of luck.
Making money is primarily a matter of good fortune.
Most people are capable of doing their jobs well if they make the effort.
In order to get a really good job, you need to have family members or friends
in high places.
Promotions are usually a matter of good fortune.
When it comes to landing a really good job, who you know is more important
than what you know.
Promotions are given to employees who perform well on the job.
To make a lot of money, you have to know the right people.
It takes a lot of luck to be an outstanding employee on most jobs.
People who perform their jobs well generally get rewarded for it.
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15
16

Most employees have more influence on their supervisors than they think
they do.
The main difference between people who make a lot of money and people
who make a little money is luck.

Figure 4. Work Locus of Control (WLC) Questions

Dr. Spector provided instructions within the WLCS for missing items, but the data
analyzed for this study only included completed participant responses. Individual
responses were summed before obtaining the mean and were categorized into groups
identified as either external or internal work locus of control. Scores with a mean of 1-3
were coded as internal and 4-6 were coded as external work locus of control.
Descriptive data for the work locus of control data is illustrated as a frequency
distribution in Table 10, which includes the breakdown of external work locus of control
and internal work locus of control. For the 60 participants responding to the WLCS, 43
(71.7%) indicated an external work locus of control and 17 (28.3%) indicated an internal
work locus of control. The frequency distribution in Table 10 demonstrates the
participant results for employee work locus of control.
Table 10
Work Locus of Control frequency distribution
Work Locus of Control

f

%

Internal

17

28.3

External

43

71.7

Total

60

100

70

Research Objective Five Results
RO5: Determine the influence of change effort organizational communication
effectiveness and work locus of control on change fatigue. Research Objective Five was
addressed by calculating a two-way ANOVA (also referred to as univariate analysis of
variance, factorial ANOVA, or a two-way between-subjects ANOVA). The two-way
ANOVA analyzed the influence of change effort organizational communication
effectiveness and work locus of control as contributing factors to change fatigue. The
results determined the lack of relationship between change effort communication
effectiveness from the organizational perspective and change fatigue, and the influence of
work locus of control from the individual perspective on change fatigue. Determining the
relationship between contributing factors of change fatigue was the focus of this study.
The two-way ANOVA analyzed interactions between the two contributing factors of
change fatigue considered in this study.
Necessary components of a two-way ANOVA include two independent nominal
variables, one dependent variable that is interval or ratio scaled, and independent
observations (Field, 2013; Laerd, 2017). All three of these assumptions for the two-way
ANOVA are related to the study’s design. Other assumptions for the two-way ANOVA
are data related and may be tested using SPSS: No outliers were found in the results, as
assessed by the assumptions procedure in SPSS by inspection of a boxplot (Figures 5-8).
No extreme values were found, indicating all data lies between the inner fences on the
boxplots. Normal distribution of the independent variables groups were tested using the
Shapiro-Wilk test for normality.
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Figure 5. Boxplot Assumptions Test for Outliers- Communication Ineffectiveness:
External Work Locus of Control

Figure 6. Boxplot Assumptions Test for Outliers- Communication Ineffectiveness:
Internal Work Locus of Control
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Figure 7. Boxplot Assumptions Test for Outliers- Communication Effectiveness:
External Work Locus of Control

Figure 8. Boxplot Assumptions Test for Outliers- Communication Effectiveness:
Internal Work Locus of Control
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The dependent variable, change fatigue, was analyzed as an interval scale and
both independent variable groups were analyzed as nominal scales. Participant responses
were coded according to the Likert-type choices for each individual and summed before
obtaining the response mean for each variable to assign appropriate groups. The data sets
included the dependent variable, change fatigue, analyzed as interval data;
communication effectiveness (CE) groups as nominal data; and work locus of control
(WLC) groups as nominal data. All calculations were performed using SPSS statistical
software and results are shown in Table 11.
Table 11
Two-Way ANOVA results
Tests of Between Subjects Effects
Dependent Variable: Change Fatigue
Source
Type III
df
Sum of
Squares
Corrected
2.025a
3
Model
Intercept
143.452
1

Mean
Square

F

Sig.

.675

3.573

.019

143.452

759.671

.000

CE

.056

1

.056

.295

.589

WLC

.830

1

.830

4.397

.041

CE and WLC

.722

1

.722

3.825

.055

Error

10.575

56

.189

Total

186.000

60

Corrected Total

12.600

59

a. R Squared = .161 (Adjusted R Squared = .116)
b. Computed using alpha= .05
c. Note: CE= Communication Effectiveness; WLC= Work Locus of Control
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A univariate analysis of variance was conducted to examine the effects of
communication effectiveness and work locus of control on change fatigue in the
workplace. As indicated in Table 11, no statistically significant interaction was indicated
between organizational communication effectiveness and work locus of control for
“change fatigue” score, F(1, 56)=3.825, p=.055. In this statement, F is the comparison to
an F-distribution, 15 states the degrees of freedom for the interaction of the independent
variables, 5 for error term degrees of freedom, and 1.021 is the obtained F-value. No
statistically significant interaction between the two independent variables
(communication effectiveness and work locus of control) indicates the simple main
effects are all equal. Summarized, work locus of control and change communication
effectiveness together do not produce a statistically significant interaction effect on
change fatigue. Employees with internal and external work locus of control do not
statistically differ in their change fatigue experiences based on their perceptions of
organizational communication effectiveness through change. Together, the independent
variables, communication effectiveness and work locus of control, do not influence the
change fatigue experience. Interaction effects indicate an additional independent variable
influences the relationship between a dependent and independent variable. Data for this
study did not result in an interaction effect. Since the interaction term was not
significant, the next step is to investigate the individual main effects.
A statistically significant main effect was found between work locus of control
and change fatigue, F(1,56)=4.397, p=.041. The relationship between the employees’
work locus of control and change fatigue experience is statistically significant. Work
locus of control influences change fatigue. The marginal means for “change fatigue”
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score were 1.909 (SE = .110) for external work locus of control and 1.639 (SE = .066) for
internal work locus of control, a statistically mean difference of .27, 95% CI [1.688,
2.1230], p<.05. Because the independent variable work locus of control yielded a
statistically significant relationship with change fatigue, the main effects of work locus of
control were analyzed using mean comparisons. Different designations of work locus of
control (externality versus internality) influence the employee change fatigue experience,
as illustrated in Table 12.
Table 12
Estimates Table for Work Locus of Control and Change Fatigue

Estimates
Dependent Variable: Change Fatigue
95% Confidence Interval
Work Locus of
Control (WLC)
External WLC

Mean

Std. Error

Lower Bound

1.909

.110

1.688

Upper
Bound
2.130

Internal WLC

1.639

.066

1.506

1.772

Results indicate that employees with internalized work locus of control
experienced less change fatigue, as indicated in the line graph on Figure 10. When
assessed together, the two independent variables (change effort organizational
communication effectiveness and work locus of control) do not statistically influence the
dependent variable (change fatigue). Since the interaction of change effort organizational
communication effectiveness and work locus of control was not significant, individual
main effects were assessed. Individual main effects were analyzed for the individual
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contributing factors to change fatigue and results indicate employees with an internal
work locus of control are less likely to experience change fatigue.
In the line graph depicted in Figure 9, the X axis demonstrates the independent
variable, work locus of control, and the Y axis demonstrates the level of change fatigue
(dependent variable). The higher point of the line on the left represents employees with
an external work locus of control on the X axis, and corresponding higher levels of
change fatigue on the Y axis. Conversely, the lower right point of the line indicates
employees with an internal work locus of control on the X axis and lower levels of
change fatigue on the Y axis.

Figure 9. Line graph depicting Change Fatigue and Work Locus of Control
An analysis of the main effects using pairwise comparisons (Table 13) was
conducted to assess the difference in marginal means of external and internal work locus
of control in change fatigue. An external work locus of control was associated with a
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mean “change fatigue” score .270, 95%CI [.012, .528] higher than an internal work locus
of control. These results indicate the mean difference score for external work locus of
control is .270 higher than mean difference score for internal work locus of control, and
that we can be 95% confident the mean difference in the population is between .012 and
.528. Higher mean differences exist for employees with an external work locus of control
as compared to mean differences for employees exhibiting an external work locus of
control
Table 13
Pairwise Comparisons of External and Internal Work Locus of Control on Change
Fatigue
Pairwise Comparisons
Dependent Variable: Change Fatigue
95% Confidence
Interval for
Differenceb
Lower
Upper
Bound
Bound

Std.
Error

Sigb

Internal WLC

Mean
Difference
(I-J)
.270

.129

.041

.012

.528

External WLC

-.270

.129

.041

-.528

-.012

(I) WLC

(J) WLC

External WLC
Internal WLC

Based on estimated marginal means
*. The mean difference is significant at the .05 level.
b. Adjustments for multiple comparisons: Bonferroni
c. WLC= work locus of control
No statistically significant main effects exist between organizational change
communication effectiveness and change fatigue, F(1, 56)=.295, p=.589. Employees that
perceive organizational communication through change as effective or ineffective do not
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statistically significantly differ in their change fatigue experiences. Perceived
organizational communication effectiveness through change does not significantly relate
to change fatigue. Based on this result, there is no further action is required for this main
effect.
Summary
Previous studies report organizational communication effectiveness and
individual work locus of control as contributing factors to the change fatigue experience.
The purpose of this study was to determine the influence of change effort organizational
communication effectiveness and individual work locus of control on change fatigue in
the workplace. Demographics for study participants were obtained, as well as individual
change fatigue experiences, perceived communication effectiveness for their respective
organizations through change, and existing individual work locus of control. Once
results from the first four research objectives were completed, statistical tests for the fifth
research objective determined the influence of change effort organizational
communication effectiveness and work locus of control on change fatigue.
The findings of this study were that employee’s perceived organizational
communication effectiveness through change and employee’s work locus of control,
combined as an interaction effect, were not significant with the change fatigue
experience: F(1, 56)=3.825, p=.055. Perceived organizational communication
effectiveness through change did not have a significant effect on change fatigue, F(1,
56)=.295, p=.589. Employees’ work locus of control was found to have a statistically
significant effect on change fatigue, F(1,56)=4.397, p=.041. Specifically, external work
locus of control is associated with employees experiencing change fatigue, .270, 95%CI
79

[.012, .528]. As such, individuals with an internal work locus of control were found to be
less likely to be experiencing change fatigue in the workplace.
The final chapter focuses on findings, conclusions, and recommendations based
off the statistical results and interpretation of the data analysis for this study.
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CHAPTER V – FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
The purpose of this non-experimental ex post facto causal comparative study was
to determine the influence of change effort organizational communication effectiveness
and work locus of control on change fatigue in the workplace. The dependent variable
for this study was change fatigue and the two independent variables were: change effort
communication effectiveness and work locus of control. Chapter V presents the findings,
conclusions, and recommendations.
The survey instrument combined two scales validated in previous peer-reviewed
research, as well as one question validated by communication experts. The survey
instrument for this study measured existing levels of perceived employee change fatigue,
change effort organizational communication effectiveness, and work locus of control.
The target population for this study was full time benefits eligible employees working on
a university campus in Long Beach, Mississippi. At the time of collection, 203
employees (N=203) were available and 71 (n=71) participated in the survey. The total of
returned, completed, and usable surveys was 60 (n=60).
The following section includes findings based on the results presented in Chapter
IV. The conclusions are based on the researcher’s interpretation of participant responses
from the collected survey data, frequency distributions, and two-way ANOVA analyses.
Recommendations are made based on those conclusions. Limitations, implications of the
study, and recommendations for future research are presented.
Findings
Results of the study determined that when perceptions of change effort
organizational communication effectiveness and individual work locus of control are
81

combined as an interaction effect they do not have a significant impact on the employee
change fatigue experience. When individual main effects were assessed for each change
fatigue contributing factor in this study, perceived organizational communication
effectiveness through change did not have a significant effect on the employee change
fatigue experience. The other individual main effect analysis found that individual work
locus of control had a statistically significant effect on the change fatigue experience,
where externality was found to be associated with change fatigue.
Findings based on the research objectives established descriptions of the
demographics for study participants, to include educational level, employee affiliation,
and length of employment. Employee change fatigue experience was analyzed and the
description provided demonstrated the majority of respondents exhibited high levels of
change fatigue. Perceptions of change effort organizational communication was just
about equal in terms of effectiveness versus ineffectiveness. The majority of employees
were found to have an external work locus of control, and change fatigue was influenced
by the employee work locus of control. Together, work locus of control and
communication effectiveness through change did not influence the employee change
fatigue experience.
Finding 1
The majority of employees experienced high change fatigue, have an external
work locus of control, and are just as likely or not to perceive their organization
effectively communicated through the change effort.
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Finding 1 Conclusion
Employees with perceptions of excessive organizational change and tendencies to
attribute success and failure to external factors describes the majority of the population
for this study. Participants were almost equal in terms of perceptions of communication
effectiveness or ineffectiveness through change. Implications of change fatigue include
adverse outcomes for organizations and organizational change success is less likely when
employees are experiencing change fatigue. Research suggests the importance of
“bridging the gap” between leadership (those making the changes) and employees (those
experiencing the changes) to combat existing change fatigue during active change efforts
(Hearsum, 2014). Beaudan (2006) offered strategies for sustaining change after an
organization identifies change fatigue among employees, to include reassessing goals and
reevaluating the change agents and the change plan. Other strategies to overcome change
fatigue include focused employee engagement plans with strong, intentional, and
consistent communication (Ace and Parker, 2010).
Perceived organizational communication effectiveness did not influence change
fatigue for this population. However, change literature indicates organizational
communication plays as vital a role in the successful implementation of change and that
ineffective communication during change efforts leads to negative outcomes for
organizations (Frahm & Brown, 2005; Lewis, 2000; Perel, 2015; Akan et al., 2016).
There is strong evidence demonstrating different aspects of communication effectiveness
being closely tied to employees’ performance (Neves & Eisenberger, 2012) and
receptivity towards change (Frahm & Brown, 2005). Torppa and Smith (2011)
conducted research on the effectiveness of a change management communication plan
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within an organization undergoing multiple restructure efforts. Their results indicated a
positive association between personnel being more receptive to the organization’s
changes and a willingness to help make the changes a success, based on the
communication plan’s success (Torppa & Smith, 2011). One important notation Torppa
and Smith made about the results of their findings was that the low response rate in their
study may have been due to non-responders experiencing change fatigue that was not
overcome by the plan of communication through change, as well as a general distrust of
survey’s confidentiality. The aforementioned factors may have also been a factor in this
study’s low response rate, thus limiting results. An increased response rate would
provide more data to describe the variables within the study.
Quach (2013) conducted a study seeking a relationship between organizational
trust and communication effectiveness in the workplace, and found a positive correlation
between the two constructs. A basic principle of communication is knowing your
audience and in some ways, this should be considered a reciprocated expectation and may
simply take time to garner trust in the process and leadership. Ultimately, explaining the
processes through change in a consistent, accurate, and honest way is the first step for
accomplishing this goal. Next is ensuring the value of the change is appropriately
highlighted, and finally the rewarding of employees for accomplishing change goals is
key (Hartge, Callahan, & King, 2019). The organization could benefit from additional
research that includes a larger response rate.
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Finding 1 Recommendation
Focused efforts to decrease change fatigue among employees, combined with
continued employee and stakeholder involvement and communication throughout the
change effort is recommended for this organization. Even though participants are
experiencing high change fatigue, all change efforts are met with some resistance and
often occurs from even the most unsuspected sources (Beaudan, 2006). Change is
difficult and unpredictable, and there is no guarantee for success, regardless of the
amount of planning, communication, and other efforts to mitigate resistance. Continued
monitoring of the “change pulse” of employees, employee and stakeholder involvement,
and over communication throughout the change effort can improve the likelihood of
successful change results.
Additional research needs to be done on communication effectiveness within
organizations during change, to include a larger sample size to expand the literature on
change fatigue in the workplace. Improved response rates by ensuring strict
confidentiality of participant responses and perhaps a larger target population could be
advantageous for further research. Continued communication effectiveness through
change to increase successful change implementation is recommended. While this
finding states communication effectiveness is not a contributing factor to change fatigue,
continued effective organizational communication may help build trust in leadership and
ultimately a willingness for employees to actively support change efforts.
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Finding 2
Change fatigue experience was influenced by internal work locus of control.
Finding 2 Conclusion
Employees demonstrating an internal work locus of control were less likely to
experience change fatigue.

Finding 2 Recommendation
Organizations should consider strategies to promote internal work locus of control
among employees. Since work locus of control can be adjusted (Nowotniak, 2005), the
establishment of a relationship between work locus of control and change fatigue could
be considered for practical use to employers. For years, the concept of general locus of
control was considered as a relatively permanent individual characteristic, but now is
largely viewed as a self-definable ability that changes depending on environmental or
personal life circumstances (Legerski, Cornwall, & O’Neill, 2006). Employers who
strive for employees to exhibit internality in terms of locus of control, can consider
having employees actively participate in the planning and implementation stages of
change.
Following the results of their study on locus of control, perceived stress, and
work-life balance, Karkoulian and Sinan (2014) recommended that employers consider
implementing locus of control screening of potential employees. Spector’s (1982) early
research on locus of control in the workplace also indicated that locus of control could
benefit organizations as a selection device used during the hiring process. Once hired,
employees demonstrating internality in terms of work locus of control will generally
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attempt to exert more control in the workplace, as long as the control is believed to lead
to rewards or preferred outcomes (Spector, 1982). The focus of employee behavior as
moderated with work locus of control within organizational settings may predict active
participation or passive resignation through change efforts. If employees feel part of the
change, as opposed to change is “done to” them, they are more likely to actively promote,
participate, and ensure changes are successful. Perel’s (2015) study also found a link
between external views of work locus of control to change fatigue in the workplace.
Organizational leadership is responsible to ensure a work environment that allows
positive job performance (Murray, 2016). Human capital, organizational support, and
person-organization fit theory are linked to increased morale through training and
development (Murray, 2016) and when work-related criterion are considered from the
individual level, employees with an internal work locus of control have a stronger
commitment to their organizations (Perel, 2015).
Finding 3
Employee change fatigue experience was not influenced by the interaction
between the individual’s work locus of control or effectiveness of change effort
communication.
Finding 3 Conclusion
The employee change fatigue experience did not differ due to the levels of
perceived communication effectiveness and work locus of control when combined. This
conclusion does not mean organizations shouldn’t still consider each of the independent
variables when planning and implementing change. When considered separately, change
effort organizational communication effectiveness and work locus of control are
87

contributing factors of change fatigue (Perel, 2015), but for this study, the interaction of
the two variables together did not influence the change fatigue experience.
Finding 3 Recommendation
The finding for this study contradicted much of the change literature, therefore,
additional research is needed to further investigate the relationship between work locus of
control and change effort organizational communication effectiveness on change fatigue.
During the change planning stage, change communication and work locus of control
should still be considered as vital components of potential change success. In order to
avoid change fatigue onset, employers can consider all individual contributing factors to
change fatigue to promote successful change. Accounting for all variables related to
change fatigue, or from a broader level, focusing on variables found to enhance
successful change efforts are important when planning organizational change. Expanding
on this and other research involving change fatigue and its contributing factors may help
organizations avoid employees experiencing change fatigue onset.
Previous work locus of control and communication research indicate a significant
interaction effect between the two when related to efficacy and job performance (Konig
et al., 2010). Ace and Parker’s (2010) case study demonstrated the successful
implementation of the Canada School’s Planned Change Model within an agency whose
employees were experiencing change fatigue. By maintaining a firm focus on strong
communication, their goal was to help employees overcome change fatigue through
intentional employee engagement. Set forth in three phases, the success of this program
seemed to be deeply rooted in ensuring consistent communication with employees that
resulted in employees becoming active and informed participants in the change effort
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(Ace & Parker, 2010). When employees feel informed and part of a process, they are less
likely to experience an external work locus of control (Wang et al., 2010).
The study’s sample ended up being 60 of the 203 in the population. The
relatively small sample may have contributed to the lack of interaction effect or
communication effectiveness main effect. Even with the sample size, the results state the
majority of the participants in this study are experiencing change fatigue, have an
external work locus of control, and are split almost equally in strong perceptions of
organizational communication effectiveness and ineffectiveness through change.
Continued intentional communication through the implementation and follow-up of the
change effort is key for success.
Limitations
This study contained some limitations. First, this study’s participants only
included full time benefits eligible employees with a local university. Part time
employees, student workers, and adjunct instructors did not have access to the survey.
Second, the researcher assumed participant responses were honest and accurate. Third,
because change fatigue is a perception-based factor, participant responses to the change
fatigue experience may have been influenced by survey respondent’s general feelings
toward change.
Other limitations included minimum educational requirements (must have high
school diploma or equivalent) and also the likelihood of higher attained degrees than the
general population, based on the participants being employed within higher education.
This is a limitation because the study consisted of far more educated individuals than
those in the general population and thus, is not representative sampling in terms of
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educational levels. 43% of the population having a doctoral educational level is certainly
not representative of the general population.
Recommendations for Future Research
To better understand how to successfully implement change in organizational
settings, more research is needed in areas that, according to practical application and
research in the realm of human capital development, impede change. Looking closer at
contributing factors to change fatigue may help organizations plan change more
effectively.
This study sought to expand the research in areas of change success by examining
the influence of contributing factors on change fatigue. We specifically tested for an
interaction effect of both work locus of control and communication effectiveness through
change, as well as an assessment of each main effect of contributing factors to change
fatigue. This study is beneficial in advancing change fatigue research in that research in
the areas of its contributing factors are limited and this research is necessary for
organizations to actively work on avoiding change fatigue onset through multiple change
efforts. Results from this study shed light on how perceptions of change, work locus of
control, and organizational communication effectiveness influence the change fatigue
experience for employees. Internality in terms of work locus of control was found to
influence change fatigue. An interesting reversal dive into how change fatigue impacts
work locus of control might result in an interesting set of data for future research as well.
A follow-up to this study that includes a qualitative analysis might provide a more
descriptive and thorough set of results. Questions that capture participant change
experience or frequency of change as related to change fatigue could provide information
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missing from the data collected in the current study. The variables for this study were
based on perception, whereas open interviews and specific change-related questions
would yield additional results. Perhaps a mixed methods research design that include
interviews that include targeted questions about the employee’s general perceptions of
change would yield a different type of results for those experiencing change fatigue.
Future research on trust as a precursor to a positive perception of communication
effectiveness may also be considered. Either way, expansion of research in the areas of
change fatigue and its contributing factors is recommended. Finally, based on the
educational levels of study participants, future research should seek to expand or verify
the findings of this study with a larger, more diverse set of employees that more
accurately depicts the general population.
Conclusion
This chapter provided a summary of the study and the interpretation of the results.
Findings, conclusions, and recommendations were then presented in alignment with the
review of literature and the procedure, interpretation, and reporting of statistical analyses
for each research objective. Relevant change theories and a review of change literature
that focused on change fatigue and its contributing factors served as the conceptual
framework for this study. The purpose of this study was to determine the influence of
contributing factors on change fatigue, considering factors from both the individual and
organizational perspectives. This study examined how change effort organizational
communication effectiveness and work locus of control influenced an employee’s change
fatigue experience within a university campus both recently and currently undergoing
multiple change initiatives. Results contribute to the discussion involving change fatigue
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and the importance of appropriate planning for change implementation success.
Additionally, this study adds to the body of research in the areas of change fatigue and its
contributing factors as elements of the change planning process. With a combination of
additional research, intentional and careful strategy in planning change, and effective
communication throughout the process of change, organizations can begin successfully
implementing change.
When considering employee perceptions of organizational or individual factors
related to change or organizational success, it is important to remember the subjective
nature of perception. Research demonstrates employee perceptions of change, including
perception of past organizational change management, shapes and guides reactions to
new organizational change efforts (Rafferty & Restubog, 2017). Employee perceptions
of change history or previous experiences with leadership may impact trust or job
satisfaction in extensive ways that are difficult to overcome, no matter how carefully the
organization plans change efforts. Rafferty and Griffin’s (2006) study of employee
perceptions of organizational change identified three aspects of change that influence
employee attitudes during change: the frequency of change, the impact of, and the
planning stages of change. Individual employee reactions to change are all subjective
and highly individualized based on employee experiences- and may be overcome with
enough time to trust new leadership and accompanying new changes within their
organizations. Leadership and trust are considered as general proponents of successful
change, and more recently, research proposes perceptions of authentic leadership
influence employee trust and reactions to change (Agote, Aramburu, & Lines, 2016).
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By avoiding or eliminating change fatigue, the negative outcomes associated with
change fatigue may also be avoided. Internality in terms of work locus of control was
found to influence change fatigue. With many of the contributing factors (i.e. culture,
leadership, communication, change experience, locus of control) to change fatigue,
perception and workplace compatibility, job satisfaction, exhaustion are being subjective
in nature, even outside the scope of this study- it is difficult to say which impacts the
other. In this chicken or egg scenario, perhaps change fatigue’s influence on other
workplace criterion (rather than the other way around) is worth further discussion.
Additionally, the barriers of measuring subjective data in a quantitative analysis might
merit an additional limitation for this study.
Ultimately, the fewer instances of change fatigue within an organization generally
mean increased chances of organizational change success overall. This study
demonstrates the importance of work locus of control in the workplace. As an indicator
for enhanced change, internality as a measure of work locus of control is associated with
positive workplace outcomes, outside of change fatigue. Previous studies have linked
employees with an internal work locus of control to having positive perceptions of the
workplace, higher motivation of career advancement, and as effectively coping with work
stressors (Wang, et al., 2010). Macon and Trusty’s (2010) research indicated internality
to higher job satisfaction and commitment, professional motivation and longer tenure
within organizations. An organization’s proactive stance toward striving for employees
to demonstrate an internal work locus of control at all times (and not just through change)
would be advantageous for the organization in ways other than avoiding change fatigue
onset.
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Overall, variables described in this study provide insight toward planning and
implementing organizational change and achieving change success.

Over

communicating through change not only provides a baseline for how employees feel
about change, but may help guide individual characteristics that impact organizational
change failure or success. During review of change literature, employee reactions to
change such as resistance, cynicism, and general contention to change were discussed.
The importance of developing employee capabilities for change, including preexisting
attitudes toward change that may influence organizational change outcomes, cannot be
understated. While exposure to “excessive change” may breed change fatigue or other
examples of employee experiences or attitudes that impede change success, frequent
exposure to change may also be used to generate positive change reactions. The
organization used in this study sought feedback and proposals from staff and faculty very
early in the planning stages, and according to their website, has been thorough in
providing updates, descriptions, and plans for the change. The apparent transparency of
the effort, combined with the seemingly intentional speed of gradual implementation of
the phases of change, are unique compared to other change efforts this researcher has
observed. Perhaps employee capabilities for change or the accompanying attitudes
toward change have already improved compared to what would have been considered the
baseline before any of the changes began.
Research is clear employee reactions to change are flexible and may develop over
time. The opportunity for leaders to consider large numbers of employees experiencing
change fatigue and exhibiting externality in terms of work locus of control may be
considered as a vehicle to use to grow employee loyalties. This opportunity for change
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exposure could be used to create a reciprocal path for learning and trust building between
organizational leadership and employees. Continued inclusion of diverse stakeholders
and change agents is another critical piece of this puzzle so that every employee feels
represented with a seat at the change table.
Human capital theory describes the importance of investing in employees through
education. Other theoretical foundations within the scope of this study includes
perceived organizational support through organizational support theory, which indicates
the likelihood of employees wanting to make positive contributions to their respective
organizations if they feel supported. Based on the norms of reciprocity, perceived
organizational support leads to positive outcomes for both employees and organizationsand this study indicates room for growth (and additional research) in these areas.
Gradually building the team of change agents until they represent the majority could lead
to even stronger attitudes toward change, especially if they are reversed from negative
reactions to positive. What better advocate for change exists than someone who was on
the other side of supporting change beforehand? Studies such as this one, and continued
research in areas of change fatigue, work locus of control, change communication, and
employee reactions to change are of paramount importance when the conversation simply
reverts back to the importance of implementing successful change.
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APPENDIX A– IRB Approval Letter
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The project below has been reviewed by The University of Southern Mississippi
Institutional Review Board in accordance with Federal Drug Administration regulations
(21 CFR 26, 111), Department of Health and Human Services regulations (45 CFR Part
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The risks to subjects are minimized and reasonable in relation to the anticipated
benefits.
The selection of subjects is equitable.
Informed consent is adequate and appropriately documented.
Where appropriate, the research plan makes adequate provisions for monitoring
the data collected to ensure the safety of the subjects.
Where appropriate, there are adequate provisions to protect the privacy of subjects
and to maintain the confidentiality of all data.
Appropriate additional safeguards have been included to protect vulnerable
subjects.
Any unanticipated, serious, or continuing problems encountered involving risks to
subjects must be reported immediately. Problems should be reported to ORI via
the Incident template on Cayuse IRB.
The period of approval is twelve months. An application for renewal must be
submitted for projects exceeding twelve months.
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PROJECT TITLE: The Influence of Change Effort Organizational Communication
Effectiveness and Work Locus of Control on Change Fatigue in the Workplace
SCHOOL/PROGRAM: School of IAPD, Human Capital Development
RESEARCHER(S): Kady Pietz, Cynthia Gaudet
IRB COMMITTEE ACTION: Approved

96

CATEGORY: Expedited
7. Research on individual or group characteristics or behavior
(including, but not limited to, research on perception, cognition, motivation, identity,
language, communication, cultural beliefs or practices, and social behavior) or research
employing survey, interview, oral history, focus group, program evaluation, human
factors evaluation, or quality assurance methodologies.

PERIOD OF APPROVAL: March 13, 2019 to March 12, 2020

Donald Sacco, Ph.D.
Institutional Review Board Chairperson

97

APPENDIX B– Employee Questionnaire
Information About the Study
As part of my dissertation research, please answer the following questions related to
change in the workplace.
There are no known potential risks or benefits to the participants for completing this
survey. This survey should take no longer than 15 minutes to complete. Your responses
will be compiled electronically in a spreadsheet and statistical software and will not be
linked to you. All data will be stored in a password protected electronic format. All
records are kept private and confidential.
As a participant who completes the questionnaire, you may choose to be entered in a
drawing for one of four $25 gift cards. Winners will be chosen randomly. Your email
address will be kept separate from your responses.
This project has been reviewed by the Institutional Review Board (IRB), which ensures
that research projects involving human subjects follow federal regulations. Any
questions or concerns about rights as a research participant should be directed to the
Chair of the IRB at 601.266.5997. Participation in this project is completely voluntary
and participants may withdraw from this study at any time without penalty.
If you have any questions, feel free to contact me at kady.pietz@usm.edu
By clicking the “continue” button, you acknowledge that you have read the information
regarding the research and agree to participate in this research. You are free to withdraw
your participation at any time without penalty.

Section One. Demographics
Please select one answer for the following questions.
1. Please indicate your employment type:
o Faculty
o Staff
o Administrator
2. How long have you been employed by the university?
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o Less than one year
o 1-5 years
o 6-10 years
o 11-15 years
o 16 years or more
3. What is your highest completed education level?
o Some high school/no diploma
o High school graduate/GED
o Some college
o Associate’s degree
o Bachelor’s degree
o Master’s degree
o

Doctorate

Section Two. Change Fatigue
Score: 1= Strongly Disagree; 2= Slightly Disagree; 3= Neutral
4= Slightly Agree; 5= Strongly Agree
4. Too many change initiatives are introduced at my organization.
5. I am tired of all the changes in the university.
6. The amount of change that takes place at my organization is overwhelming.
7. We are asked to change too many things at my organization.
8. It feels like we are always being asking to change something around here.
9. I would like to see a period of stability before we change anything else in this
company.
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Section Three. Communication Effectiveness
Score: 1= Disagree Very Much; 2= Disagree Moderately; 3= Disagree Slightly
4= Agree Slightly; 5= Agree Moderately; 6= Agree Very Much
10. University leadership has effectively communicated throughout change efforts.
Section Four. Work Locus of Control
Score: 1= Disagree Very Much; 2= Disagree Moderately; 3= Disagree Slightly
4= Agree Slightly; 5= Agree Moderately; 6= Agree Very Much
11. A job is what you make of it.*
12. On most jobs, people can pretty much accomplish whatever they set out to
accomplish.*
13. If you know what you want out of a job, you can find a job that gives it to you.*
14. If employees are unhappy with a decision made by their boss, they should do
something about it.*
15. Getting the job you want is mostly a matter of luck.
16. Making money is primarily a matter of good fortune.
17. Most people are capable of doing their jobs well if they make the effort.*
18. In order to get a really good job, you need to have family members or friends in
high places.
19. Promotions are usually a matter of good fortune.
20. When it comes to landing a really good job, who you know is more important
than what you know.
21. Promotions are given to employees who perform well on the job.*
22. To make a lot of money, you have to know the right people.
23. It takes a lot of luck to be an outstanding employee on most jobs.
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24. People who perform their jobs well generally get rewarded for it.*
25. Most employees have more influence on their supervisors than they think they
do.*
26. The main difference between people who make a lot of money and people who
make a little money is luck.
*Reverse Scored
Copyright Paul E. Spector, All rights reserved, 1988

Thank you so much for your participation!

If you are interested in being registered to win one of four $25 gift cards (winners
will be chosen at random), please enter your email address or Name and Phone Number.
Your name will not be associated with the answers you’ve provided. All information will
be kept confidential.
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APPENDIX C– Instrument Permissions
From: Spector, Paul [mailto:pspector@usf.edu]
Sent: Friday, October 19, 2018 7:36 AM
To: Kady Pietz
Subject: RE: Permission to use WLCS
Dear Kady:
You have my permission for noncommercial research/teaching use of any of my scales that are on my website,
including the WLCS. You can find copies of the scales in the original English and for some scales other languages, as
well as details about the scale's development and norms in the Scales section of my website (link below). I allow free
use for noncommercial research and teaching purposes in return for sharing of results. This includes student theses
and dissertations, as well as other student research projects. Copies of the scale can be reproduced in a thesis or
dissertation as long as the copyright notice is included, "Copyright Paul E. Spector, All rights reserved" with the
appropriate year. Results can be shared by providing an e-copy of a published or unpublished research report (e.g., a
dissertation). You also have permission to translate the scales into another language under the same conditions in
addition to sharing a copy of the translation with me. Be sure to include the copyright statement, as well as credit the
person who did the translation with the year.
Thank you for your interest in my scales, and good luck with your research.
Best,
Paul Spector, Distinguished Professor
Department of Psychology
PCD 4118
University of South Florida
Tampa, FL 33620
813-974-0357
pspector@usf.edu
http://shell.cas.usf.edu/~spector
From: Kady Pietz [mailto:Kady.Pietz@usm.edu]
Sent: Friday, October 19, 2018 8:27 AM
To: Spector, Paul <pspector@usf.edu>
Subject: Permission to use WLCS
Good morning, Dr. SpectorI am writing to you to request permission to use your work locus of control scale (WLCS) for my dissertation. The
topic of my study involves an examination of the relationship between contributing factors of change fatigue from the
individual and organizational perspectives. Specifically, I am looking at work locus of control and communication
effectiveness as contributing factors to change fatigue.
Many thanks for your significant contributions to the field.
If you need more information, I’d be more than happy to provide.
I greatly appreciate your time,
Kady Beaoui Pietz
PhD Candidate, Human Capital Development
228.297.1104 (cell)
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From: Jeremy Bernerth [mailto:jbernerth@sdsu.edu]
Sent: Thursday, October 18, 2018 5:37 PM
To: Kady Pietz
Subject: Re: Permission to use change fatigue measure

Hi Kady,
Sure - go for it.
Good luck with your studies.
Cheers,
Jeremy
On Thu, Oct 18, 2018 at 3:15 PM Kady Pietz <Kady.Pietz@usm.edu> wrote:
Good evening, Dr. BernerthI am writing to you to request permission to use your instrument as a measure of
change fatigue for my dissertation. The topic of my study involves an examination of
the relationship between contributing factors of change fatigue from the individual and
organizational perspectives.

If you need more information, I’d be more than happy to provide. Your approval is
greatly appreciated!

Many thanks for your time,

Kady Beaoui Pietz
PhD Candidate, Human Capital Development
228.297.1104 (cell)
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APPENDIX D– Study Population Permission
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APPENDIX E– Communication Pieces
Preliminary Email
Dear Faculty/Staff member of The University of Southern Mississippi- Gulf Park:
Would you like the chance to win one of four $25 gift cards? Information is
coming soon about how you can be eligible to win just by participating in a quick survey
regarding change in the workplace. Stay tuned!
2nd Email
Dear Faculty/Staff member of The University of Southern Mississippi- Gulf Park:
Would you like the chance to win one of four $25 gift cards as mentioned in the
email you received on (date)? Then please take a few minutes of your time to complete
the survey linked to this email. This survey is part of the research for my dissertation in
the Department of Human Capital Development. The topic of this research is related to
change in the workplace.
The survey should take no more than 15 minutes to complete. If you are
interested in winning one of four $25 gift cards as a result of your participation, please
include your email address in the response. If you would like a report of the findings,
you will have the opportunity to request this report upon completion of the survey. All
responses are anonymous. You may discontinue your participation in the survey at any
time, without penalty. Please complete the survey by (date). Thank you for your time.
Reminder Email
Dear Faculty/Staff member of The University of Southern Mississippi- Gulf Park:
You still have time to participate in a survey that could win you one of four $25
gift cards! If you haven’t done so already, please complete the survey found via the link
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below. The deadline for participation is (date). The survey will take no more than 15
minutes to complete and is related to change in the workplace.
Many thanks for your participation.

106

APPENDIX F- Length of Employment Bar Chart

Length of Employment

Less than one year

1-5 years

6-10 years
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11-15 years

16 years or more

APPENDIX G- Educational Level Bar Graph

Educational level of study participants
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APPENDIX H- Organizational Change Effort Communication Effectiveness Bar Graph
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